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ABSTRACT
A Model for Graduate Education in
Human Services; Entry-Level Management Training in
Collaborative and/or Integrated Service Systems
May, 1980
Leonard A Gravitz, B.S.Ed., State University of New York, Cortland,
M.A.
,
M.S.W., Washington University,
Ed.D., University of Massachusetts
Directed by: Professor Ellis Olim
The popularity of the human services concept has been growing for
the last few decades. The human services for this study, includes
social work, criminal justice and allied health.
The purpose of this study is to identify the basic competencies
required for entry-level management in the human services and to
develop a collaborative inter-disciplinary graduate education model
for entry-level management in the human services
.
A list of 75 management competencies drawn from management and
the human services v/ere submitted to 46 managers and workers represent-
ing 39 Human Service Agencies. Respondents were asked to identify and
rank the competencies as most essential, less essential and least
essential for entry-level management positions in their agencies.
Respondents were also invited to group meetings to discuss their
selections
.
Application of the Pearson Product Moment Coefficient test to the
V
ranked competencies resulted in an r of .86 (p < .0001) which
indicates a high degree of commonality of manager and worker responses.
The 22 competencies given highest priority by managers (72-91% of
composite ranked scores) and workers (83-99% of composite ranked
scores) were identified as entry-level management competencies.
Of the 22 highest scored competencies, 17 or 77% were mutually selected
by managers and workers
.
The graduate education model, the Process-System Model, is a
matrix of the entry-level management competencies identified by the
respondents . The process aspect includes the competencies of needs
assessment, planning, prioritizing, method (delivery system)
accountability and assessment. The system aspect includes the
competencies of community relations, inter-agency relations, agency
function, services and programs, personnel management, supervision,
and communication.
The study identifies basic competencies for entry-level
management in the Human Services . Employment of the Process-System
Model will enable graduate education programs to teach entry-level
management skills on an inter-disciplinary basis.
Skilled managers will enable agencies to provide services more
efficiently, meet the human needs of the community members, and be
more adept at restructuring current and developing additional Human
Services to meet the needs of the general population.
VI
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CHAPTER I
PROBLEM
An inordinate lack of attention has been paid to the role and
function of rnanagement in the human services especially the entry-level
management position.
The purpose of this study was to develop a generalist graduate
education model which would prepare human service practitioners to
assume entry-level management positions in the human services with the
st^ility to function as an agency manager and to be responsive to the
needs of the service user and the community.
Implicit in the development of an entry-level management model for
collaborative and/or integrated human service systems to be taught at
the graduate level is an understanding of (a) the concept of human
services, (b) an explication of entry-level management competencies,
t (c) an identification of collaborative and integrated service systems;
and (d) a discussion of the current graduate human service education
managem.ent models.
Human Services
The advent of the industrial revolution and the concomitant rapid
growth of cities (Mumford, 1961) has precipitated the development of a
plethora of services
,
agencies and organizations designed to respond to
the human needs required by individuals , families , groups and communi-
ties . Representative services and agencies include health services, the
1
2criminal justice system, services to the aged and a broad range of
services to families and children. These services, agencies and systems
are currently identified as the human services.
The broad base of services and agencies identified with the human
services and their respective philosophies has resulted in a number of
definitions. A brief overview of these definitions is essential to
comprehend the inclusions, philosophy, strengths and weaknesses as well
as the direction of the human services
.
An early contributor to human service literature was Diomont
(1970) who identified a number of common concerns and factors affecting
most services and agencies. They included client participation in policy
making, identification of similar language and goals related to helping
the service user, the need to work with the service user, and the need
to work with large systems and governments to develop a sense of long
term im.pact of services and decisions on individuals and the community.
Agranoff (1977) suggested that the human services should be designed with
its primary focus on human needs and that staffing should reflect those
needs
.
Hasenfeld and English (1974) defined the human services as the
services of organizations "whose primary concern is to define or alter
the person's behavior, attributes, and social status in order to maintain
or enhance his well being" (p. 1). Cohen (1974) added the concept of
preparing the user to acquire the knowledge to become self-sufficient as
well as to become active in assisting others. Brawley (1975) defined
human services as
the growth-promoting and rehabilitative services
that are provided primarily through individuals
who carry a facilitative role based upon inter-
personal relationship skills ... [and] includes
such areas as social welfare, child care,
mental health, recreation, and corrections.
(p. 5.)
For the purpose of this study human services are defined as those
services for individuals, families, groups and communities which relate
to their personal and social functioning. It includes those services
which identify, support, enhance or restore values, ethics and behaviors
which encourage growth of socialization and community. These services
may be provided for or be provided by individuals, groups, professional
agencies or communities to respond to (a) expected developmental growth
patterns, (b) rehabilitation and restoration of optimum social function-
ing, (c) support of civil and human rights; and (d) protection of
society. The focus is on the user and his/her environment. The user
focus requires the coordinated response of existing services or
development of new services
.
Taxonomy of Human Services
This definition suggests that the human services provide a unique
service to the general population. Its uniqueness can be observed in an
explication of its function, purpose, administration, participating
populations and nature.
The function of human service agencies and organizations is to
(a) enable people to develop and utilize personal resources, (b) en-
4courage use of existing community resources, (c) link people to create
new resources; and (d) coordinate specialized professional practice into
integrated service provision.
The purpose of human service agencies and organizations relates to
(a) identification of human needs, (b) provision of services to
people and communities, (c) development of staff resources and standards;
and (d) development and assessment of service delivery systems.
The administration of human service agencies and organizations
include (a) development of agencies and services to meet individual and
community needs, (b) organization of agencies and services into a
coherent holistic delivery system, (c) rearrangement of services and
agencies as needs change; and (d) coordination of planning and funding
sources
.
Populations participating in human service include (a) the user who
may be defined as an individual, family, group or community, (b) staff
which includes those who are professionally trained, volunteers, pre-
professional, support staff and indigents, (c) self-help and community
groups; and (d) funding sources.
The nature of the human services provides the focus for its
uniqueness. The human services has an immediate and direct impact on
the attitudes, values and behaviors of large portions of every community.
The human services is the only system which relates and responds to the
basic social human needs required for the maintenance of a functioning
society.
5A major conceptual implication in the human servies is that of user
Participation. In his presentation on the maximum feasible participa-
tion of the client, Moynihan (1969) urged the participation of the
client at a variety of service levels. Cohen (1974) and other writers
have supported and expanded this concept.
The services and programs offered by the human services are many
and varied and may be identified from several perspectives. A brief
examination of these perspectives indicates the uniqueness of human
services and how they tend to differ from the products and services
offered by the business and government sectors. Services may be offered
under public (supported by taxes) auspices, e.g., offices of vocational
rehabilitation, prisons, and departments of public welfare. Services
may be offered under private (supported by voluntary contributions)
auspices, e.g., neighborhood centers. Salvation Army and the Cancer
Society. Services may also be delineated as residual (rehabilitative)
and institutional (supportive and preventative) (Wilensky and Lebeaux,
1965, p. 138).
Human Services may also be identified by (a) problem type, e.g.,
mental retardation, cancer and abuse, (b) agency services, e.g., hospice
probation, and Y.W.C.A.; and (c) age, e.g., the aged, day care and young
adult
.
As new needs are identified appropriate services may be developed.
Several examples of these new services would include Victims
Assistance
Programs, Rape Crisis Centers and Gay Alliance groups.
These agencies
6are not initially funded through existing sources and may exhibit
in maintaining themselves during their formative stages.
The human services attempt to be responsive to all human needs. In
the process of responding, the human services have grown and expanded at
a rapid rate.
Several prominent writers have begun to focus on the growth and
expansion of the not-for-profit systems which include the human services.
Drucker (1978) identified these third sector services as:
neither public (governmental) nor private in
the old sense of the private business sector...
composed of institutions which are not government
agencies but which are still not profit making.
Yet so far we have paid little attention to... its
economics
,
management
,
performance and impact
.
These new service constellations employ more people than local and
state governments combined (Etzioni, 1973) and are considered to be more
complex than either business or governmental agencies. The concepts of
community planning, community relationships, leadership and control were
analyzed by Drucker (1978) relative to the need for greater cooperation
among sectors. Drucker (1978) also suggested that the development of
new administrative systems within the not-for-profit sector for manage-
ment and service delivery are essential because traditional hierarchic
or bureaucratic models do not appear to be efficiently transferable from
the government and business sectors.
Human Service Enigmas
The concept and practice of human services presents a number of
7enigmas, conflicts and implications. These will have to be addressed by
both writers and practitioners in the field.
The literature of human services does not identify a clear model or
series of models. Indeed, much of the literature reflects the philoso-
phy and values of participant professions. In many instances the
literature is a compilation of articles written over an extended period
of time with an added philosophical focus by the editor. The concepts
relating to the human services imply interest, participation and
acceptance by all professions but there is minimal evidence, other than
where service is mandated, of broad participation.
The criminal justice system is subsumed under the human service
system. The basic task of the criminal justice system is to apprehend,
try, incarcerate and rehabilitate the criminal. It is difficult to
perceive the para-military criminal justice system functioning as part
of the human services
.
The human service concept would also tend to deprofess ionalize the
many helping professions. With increased indigent and preprofessional
participation in addition to the growth of generalist practice the pro-
fessional function would tend to become less clear and carry less
authority. As a social work practitioner, I also perceive the human
service concept as an effort to further split and diffuse traditional
social work professional activities.
Parallel Conceptualizations of the Human Services
There have been several attempts to organize and systematize the
8proliferation of public and private services to meet human needs. In
addition to the human services the concepts used to identify these
services include social welfare, social services and mental health.
Social Welfare was defined by Romanyshyn (1971) as
of social intervention that have a primary
and direct concern with promoting the well-being
of the individual and society as a whole.. [and] treat-
ment and prevention of social problems
,
development
of human resources and improvement in the qualitv of
life. (p. 3)
^
Social Services as defined by Kamerman and Kahn (1976) as
those public and private-sector benefits, goods,
services, entitlements, and policies which are
informed by other than market concerns, (p. 7)
Kamerman and Kahn also included a variety of health, mental health,
criminal justice and social work activities in their identification and
discussion of social services in the United States.
Mental health was defined by Zwerling (1975) was
seeking to achieve the maintenance and promotion of
health rather than devote exclusive concern to the
treatment of illness ... [and] seeks for an under-
standing of emotional disturbances in the family,
community, social class and cultural values, in
addition to biological and psychological sources, and,
in turn, it seeks the promotion of mental health by
intervention in family, community, social class and
cultural structures rather than only in biologic and
psycho structures, (p. 37)
These definitions imply similarities of philosophy and service with
a significant overlap in the knowledge, skill, attitude and value base.
The term human services, while similar to social welfare, social
services and mental health, gained popularity and enjoys nationwide
9usage and acceptance perhaps because it is not related to public
welfare or social work.
An indication of the acceptance of the human service concept may be
observed in the activity of traditional helping professions. Several
professions have developed new configurations of service delivery that
extend beyond their traditional service. These new configurations in-
clude community psychology, applied sociology, holistic health care
and health maintenance organizations. These new configurations reflect
the professions’ need to perceive the user as being complex, multi-
faceted and part of a functioning community thus requiring a coordina-
tion of services.
Other implications of the human services concept include the
subjugation of traditional professional control of service delivery to
the needs of collaborative and/or integrated service systems. Pro-
fessionals will need to rely on the user of the services to help
identify and also be more responsive to emerging needs, e.g., victim
assistance programs, services for abused women and the increasing
numbers of single parent families.
Human Service Limitations
A discussion of the human services requires identification of its
limitations and weaknesses
.
Funding represents a limiting factor. As non-profit organizations,
the human services depend upon outside funding sources for survival. A
primary funding source is the various levels of government. These funds
10
are (a) usually related to specific programs, (b) enacted for specific
time periods; and (c) subject to legislative restructuring at any time.
The major funding source of private dollars to the human services has
been the United Way also known as the Community Chest or Ref Feather
agency
.
Vigilante (1979) and Rothman (1979) suggest that the funds made
available by governmental levels to support the human services are
directly related to the gross national product (GNP). The history of
private giving also tends to reflect the health of the economy. We may
thus conclude that if the GNP stagnates and inflation and unemployment
rise during the decade of the 1980 's, less governmental and private
funding will be available for the human services.
The flow of funds and the process of applying for funds has tended
to favor those agencies and services already in process thus limiting
the potential for flexible response to new needs . Both public and
private funds are also subject to lobby, special interest and vested
interest groups thus tending to perpetuate the status quo.
The Professions represented in the human services represent another
limitation of the human services. Some of these professions are social
workers, police, doctors, psychologists, attorneys and nurses. Histori-
cally, these professions have developed literature, educational programs,
jargon, and methods of practice which tend to be both self-protective
and self-perpetuating. The concept of human services would require a
working amalgamation of these professions in the delivery of services.
11
Additional factors which tend to limit the development of the
human services as a system include (a) the increasing technological
capacity of the country combined with a growing population, which tends
to precipitate new stresses and problems which are beyond the response
capacities of current agencies, (b) the proliferation and sophistication
of services which may make them unattainable and inaccessible to portions
of the public, (c) the basic problem, e.g., mental retardation,
senility and drug abuse, etc. may not be reversible regardless of the
form of assistance; and (d) the complexity of problems faced by a person,
family or group, e.g., child abuse or delinquency may be beyond the
capacity of a practitioner or agency to adequately respond.
Attempts to respond to these limitations take many forms. Several
include differential use of manpower (Teare and McPheeters, 1970) which
suggest the development of flexible staff resources based upon user need
and a career ladder type of emplo3ment . This implies a differential of
generalists and specialists to work in agencies. Yessian and Broskowski
(1977) discuss the generalist-specialist dichotomy and indicate that
human service models will reflect the final adaptation of manpower usage.
Based upon these limitations, it can be postulated that the human
services is a concept reflecting the democratic ideals of this country
and the idealistic desire of the helping professions to solve human
problems . The reality is that there are many autonomous agencies , pro-
fessions and organizations funded in a variety of ways that attempt to
respond to human needs . There is some overlap of services and efforts
12
at coordination of services. To operationalize the human services
concept a number of occurrences are inevitable. They include
(a) development of a national policy to require coordination and
cooperation of services, (b) adequate funding from public and private
sources to support the national policy and its programs; and (c) training
of managers to guide and direct the administration of these complex and
unique services
.
As agencies and organizations proliferate, financial resources
diminish
,
governmental controls increase
,
and clients require more
sophisticated service systems, the role and function of the manager
assumes a more pivotal position in the development and availability of
services. Management competencies (knowledge, attitudes and skills)
include expertise in the internal functions of the agency related to
planning, organizing, staffing, directing, controlling, and evaluating
services . The external functions include response to governmental or
umbrella agency requirements and guidelines
,
service expectations of
funding sources, cooperation with related service agencies and develop-
ment of new strategies and services to respond to newly identified
community and client need.
Rochester Institute of Technology
The Rochester Institute of Technology, in Rochester, New York,
currently offers undergraduate programs in social work, criminal justice
allied health and business. The Institute is in the process of determin
ing the feasibility of the development of an inter-disciplinary graduate
13
human service program with a primary focus on management. The human
services for this study is limited to the areas of social work, criminal
justice and allied health as offered at the Institute. The study was
begun by the Human Services Committee of the Institute (Bernstein,
Ballard, Fram, Gravitz, Stockham, S Zerges, 1978).
The Committee’s major recommendation, to develop a graduate inter-
disciplinary human services program with a major focus on management, was
accepted by the Board of Trustees. The development of a program which
would have a major emphasis in management plus concomitant competency
preparation in the above professions is perceived as a unique innovative
effort by the RIT community. Another committee of the Institute is
currently in the process of developing an academic paradigm for the
program.
As a member of the Social Work faculty I participated on the former
committee. I am not a member of the latter committee. My efforts in
this study represented my own interests and work experience. The
Institute has not sanctioned this study.
I hope that this study will provide some insights into the unique
application of management competencies in the Human Services as well as
a model for the teaching of these competencies for collaborative and/or
integrated human service systems
.
Definitions
The human services, for the purpose of this study, include the
practice areas of social work, criminal justice and allied health. It
is appropriate therefore to present definitions of these areas of
professional practice.
14
Social Work was defined by the National Association of Social Work
as
The professional activity of helping individuals,
groups, or communities to enhance or restore their
capacity for social functioning and creating
societal conditions favorable to this goal.
Social Work practice consists of the professional
application of social work values, principles,
and techniques to one or more of the following
ends; helping people obtain tangible services;
counselling and psychotherapy with individuals,
families, and groups; helping communities or
groups provide or improve social and health
standards, (pp. 4-5)
Baer and Federico (1978) in their definition of social work include
the purposes of (a) enhancing the problem-solving and developmental
capacities of people, (b) promoting the effective and humane operations
of the systems that provide people with resources and services; and
(c) linking people with systems that provide them with resources,
services and opportunities (p. 61).
This indicates that the definition, and hence the role and function
of the social worker, is in a state of fluidity and may be moving closer
to extant definitions of human services.
Criminal Justice began as a concept with the passage of the Safe
Streets Act and the infusion of federal dollars. The definition of
Criminal Justice, defined by Coffey and Eldefonse (1975), as "the sum
of the activities of policemen, judges, prosecutors, defense attorneys,
and correctional personnel" (pp. 2-3), will be adopted for this study.
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However, the question of using the term to imply a system must be
raised. Sherman (1978) indicated that "it is unclear what benefits
would be gained by 'unifying' the criminal justice system, especially
since much of what the police do has no connection at all with the other
agencies of criminal justice" (pp. 65-66). The role and function of the
attorney and judge differ substantially from the role and function of
correctional personnel or policemen.
Allied Health as defined by Anderson, Nunn and Sedlacek (1976)
indicated that
Allied health programs ... include programs for
personnel in public health, special education,
and allied health who work in the areas of patient
care, education, public health research and environ-
mental health. Such workers function at professional
technical, or supervisory levels and work independent-
ly or supplement the activities of physicians,
dentists, and registered nurses or other health
professional, (pp. 1-2)
The Committee on Allied Health Education and Accreditation (CAHEA)
also provides for the development of new health occupations or the
combining of existing health occupations (1978, p. 72). It would
appear that the proliferation of allied health programs and their
closer association with mental health and human service programs is
beginning to broaden the definition of allied health.
Management
The concepts of management and human services appear to have a
common root. Over 60 years ago Mary Parker Follett, a social
philosopher applied basic principles of problem solving to
16
business, politics and social work (Sills, 1968) and she also defined
management as "getting things done through people" (Glueck, 1977,
p. 6). Drucker (1973) observed that "management is the
specific organ... [on] which the performance and survival of the
institution depend" (p. 6).
Hampton's (1977) definition of management, "the work involved
in combining and directing the use of resources to achieve a
particular purpose," will be the operational definition for this
study. Management functions normally include planning, organizing,
staffing, directing, controlling, innovating, and representing.
Educational concentrations to be identified and discussed later
in the study will relate to these management functions.
Addams (1961) and Richmond (1917), early writers in the fields
of social work and social welfare, identified the role of manager
as being essential to develop and provide quality service to the
client. They were concerned with standards, training, supervision
and control of funds
.
The role and function of management in industry was first
conceptualized by Mayo (1945), Taylor (1947), and Gilbreth (1948).
Their concern was in the area of production efficiency and time
and motion study. Their efforts became known as scientific
management. The prodigious amount of literature and the development
of graduate and undergraduate programs in business and management
17
since that time would indicate that the identification of the
management role has become a major component of the industrial
community.
The works of Steiner (1969) on the analysis of the management
function, Stogdill (1974) on management leadership styles and
Drucker (1973) on all aspects of modern management including values
and behaviors indicate the level, intensity and quality of
investigation of the management role in industry. Their findings
suggest great diversity in the thinking within the field of
management about management models . The models include the total
control concept of Taylor (1947), the description of management
systems as related to the behavioral and social sciences by Koontz
(1962), the Woodward (1965) model, which related management structure
to the tasks to be performed and the introduction of the concept
of the environmental impact on management models by Lawrence and
Lorsch (1969).
Richards (1974) identified four basic management models as
systems practiced in this country. They are (a) the line-management
system to be used in a relatively small, lightly structured and
comparatively non-complex task or service, (b) a bureaucratic
svstem as found in a large complex organization with the environmental
factors stable, (c) a line-staff system as found in a large complex
organization where environmental factors are less stable; and
(d) the project-matrix system which may be found in a large complex
18
organization where the environmental factors are uncertain and
unstable. Observation would Indicate that this four level analysis
of management models and systems would also relate to the human services
with emphasis on the project-matrix system.
These management models and systems will be examined later
in the study. Their implication for leadership styles and their
relationship to the social and behavioral sciences will also be
discussed.
Terminology
The only terms currently available to discuss management are
the business terms for management. The Implications of some of these
terms when applied to human services may not necessarily be
appropriate . It seems probable that the human services
,
as
differentiated from business, will require a vocabulary to reflect
their own unique basic and specific needs. Several examples related
to this need are now offered.
The management function of control indicates that the. manager
should maintain control over the task or product by exercising a
series of controls which include budgetary, authoritary, supervisory,
resources, etc. The function of control in the human services is
a significantly more deceptive function as both the service user as
well as the service provider and agency are subject to wide variations
and conflicts of ethics, values, cultures, behaviors, problems and
19
limitations. These tend to preclude the application of control in
the traditional sense.
The management function of planning implies that the manager
can anticipate and prioritize the variables present to begin,
develop and complete a task or product. Most variables are internal
or within control of the manager. Success is measured in the market
developed and the profit margin. In the human services, planning, in
many instances, is related to the vascillating funding sources as
well as the varying needs of individuals and communities. This
tends to place clear limits on the capacity of the manager to control
the external factors related to planning.
While these examples are simplistically presented, the implications
of applying the management terminology developed for business and
industry to the human services tends to obfuscate the management
function in the human services. (The functions of management, its
application to the human services, and its relationship to the
human and behavioral sciences will be discussed in Chapter II.)
Administration
The terms management and administration in both the business and
human service sectors tend to be used synonymously. However, each
term has specific meanings and implications . This section will
identify several differences and implications of the terms management
and administration.
20
In the business community, administration is the art of
managing. Katz (1955) indicated that "an administrator is one who
(a) directs the activities of other persons and (b) undertakes the
responsibility for achieving certain objectives through these
tasks ’ ( pp • 33-34). Administration in the social services was
defined by Spencer (1970) as "the conscious direction of the internal
relationships and activities of the enterprise toward the
achievement of goals ... [and] the intervention in the interacting
forces operating between the agency and the larger community"
(pp. 135-136). The latter definition implies inclusion of
community sanction, governmental regulation, funding bodies, special
needs groups, and coordinating organizations. Gummer (1978)
suggested "that a program in social administration should
concentrate primarily on the areas of policy analysis, planning and
organizational and managerial dynamics" (p. 22). Thus Spencer
and Gummer provide two divergent thrusts for the study and
application of administration in the social services.
Hanlon (1978) appeared to clarify the divergence by dividing
the concept of administration into three components
.
First is Social Work Administration.
This type of agency administration
usually is an extension and reflection
of the case work, group work or
community organization skill of the
administrator ... .Second is Social
Welfare Administration, which tends to
concentrate on developing social
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science knowledge and management theory ....
Third is Social Administration, which
focuses on the policies, planning, and
administration of social welfare goods
and services in relation to the political,
social, and economic institutions and to
the determinants of the distribution of
national resources to social welfare needs
.
(pp. 53-55)
There is some evidence that the human service management role
is becoming recognizable as a distinct area of practice. Slavin
(1978) indicated that
as social administrators deal with
planning, allocation and control
of financial resources, institutional
maintenance functions
,
personnel
management, and the like, it is
difficult to distinguish some of the
organizational behaviors from those
of the business administration
and management
. ( p . 3
)
Katz (1955) also suggested that
Although the selection and training
'of good administrators is widely
recognized as one of the American
industry’s most pressing problems,
there is surprisingly little agree-
ment among executives or educators
on what makes a good administrator.
The executive development programs
of some of the nation's leading
corporations and colleges reflect
a tremendous variation in objectives.
(p. 33)
Thus there is common usage of the terms management and
administration in both the business and human service sector.
Both sectors identify the need to develop functional and efficient
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managemen't models
. There is also a clear* need for a more harmonious
working relationship between the educational facilities teaching
management and the agencies practicing management for both to
develop new models and prepare better managers
.
The management role in the human services is perhaps the most
complex management role in our society (Drucker, 1978). Implications
for the human service manager include the ability to (a) work
with diverse user groups, professions, agencies and levels of
government, (b) develop policies, practices and procedures to
assure quality services, (c) provide services to meet user needs,
(d) coordinate inter-agency and community efforts on problem solution;
and (e) attract and administer funding from various sources.
Entry-Level Management
The primary function of graduate education programs in management
is to prepare the student to enter the business sector as a manager.
The primary function of graduate education programs in the human
services is to prepare the student to provide direct professional
services in response to a variety of human and community needs
.
The introduction of management content into human service graduate
education programs tends to obfuscate the primary human service
function of service delivery.
Tradiationally
,
a person became a member of the helping pro-
fessions and dedicated a life long career to direct service delivery.
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Currently
,
a large portion of graduate trained direct service
deliverers, as will be discussed later, now consider direct
service as a prelude to some form of management career within
the human services. The ramifications of this apparent change in
the career goals of graduate human service workers present a
number of implications: (a) long term, direct service work is
not rewarded with higher professional status or higher remuneration,
(b) the major professional status and remuneration compensations
are attained primarily at the management level, (c) the commitment
to direct clinical practice is waning; and (d) a new profession of
human service management may be developing.
The concept of an entry-level management position is predicated
on the benchmark conceptualizations of Parsons (1960). He divided
management into three levels: technical, managerial, and
institutional. The technical (entry-level) manager is directly
responsible for supervising and enabling the line workers to
provide the most effective and efficient services. The technical
manager also provides essential resources and related support
services (pp. 60-69). Gorry and Morton (1971) and Spergel
(1978), amongst others have used this paradigm which is the basis
for most management models in industry and the human services.
The entry-level management position would include assignments
in supervision of professional, pre-professional and volunteer
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workers, resource acquisi"tion and allocation, worker coordination,
divisional coordination responsibility, limited program development,
divisional program planning, and evaluation. The entry-level
manager would also have defined responsibilities in inter-agency,
community and public relations activities. Additional
responsibilities could include report writing, personnel
recommendations, work witli lay committees and inter-divisional
coordination. The entry level manager would be supervised by
a managerial (middle) or institutional (upper) level manager.
Several authors have added to the basic framework of Parsons
.
Katz (1974) identified and discussed the broad range of technical
skills and competencies that all managers must master. He also
discussed the relative use of these competencies at the three
levels of management. Stoner (1978) discussed the percentage of
time that managers in industry spend at various tasks. Patti (1977),
in a study of ninety human service managers , identified the amount
of time all levels of management spend at broad categories of
work tasks. Thus the literature presents consistent definitions
of management tasks , concepts of entry-level management and a
beginning of the identification of the specific competencies
and tasks required of them. This study will identify specific
entry-level management competencies for the human services.
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The entry-level competencies identified in this study will be
organized into a graduate education inter-disciplinary model.
The model, when operationalized, should prepare entry-level
managers to function more effectively with related agencies to
revise
,
develop and maintain a network of integrated communal
services to meet the ever changing needs of individuals and the
community
.
Collaboration and Integration
Currently the majority of services designed to meet human
needs are organized from the perspective of the practitioner.
This structure enhances and maintains the autonomy of the
individual profession (e.g., doctor, social worker, judge) or
agency (e.g., family service agency, neighborhood center,
probation office). These services tend to focus on the individual
user rather than the environment affecting the service user.
The human service philosophy, in contrast, requires a
professional as well as inter-agency collaboration and integration
of services. The concept of collaboration and integration
permeates all human service literature.
The concepts of collaboration and integration of services
have been described in a variety of ways. Several in current
use include organizational exchange (Levine and White, 1961), network
(Sarason et al., 1977), linkage, comprehensive delivery services and
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unified service delivery (Demone and Harshbarger, 1974). Other
forms of inter-disciplinary and inter-organizational activity
include referral and grant. Recent developments within the
human services identify case managers, service teams and purchase
of services as additional efforts to focus the services of
several professions and agencies on user need as well as to
respond to the user environment.
Prosecution of such activities demands the development,
training and function of workers having competency in a variety
of professional settings and the ability to negotiate service
users through many systems and agencies. A worker with these
competencies is considered a generalist (Yessian and Broskowski,
1977). To prepare the generalist worker Hokenstad (1977) suggested
that graduate social work education programs focus on the develop-
ment of inter-disciplinary and integrative models.
The generalist worker functioning in a collaborative and
integrated manner can be successful only to the degree that management
and organizational support is present. Weiner (1976) responds to
this concern by suggesting that unique forms of management are required
to respond to a complex human delivery system. These unique management
forms would include -a common competency core for all human service
managers. Competencies would relate to inter-agency cooperation, user
and professional participation, use of community resources, and system
building. This common core of management competencies supports the
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Yessian and Broskowski (1977) discussion of management generalists.
The call for collaboration is not only for worker, agency
and system interaction but also for client participation at these
levels as well. Austin et al. (1977) and Sarason et al. (1977)
indicate that client participation is essential to complete
service provision. Matheson, Sylvester and Rice (1975) discuss
the role of the cardiac patient in the prevention and restorative
process and Cohen (1974) suggests that the goal of service is to
enable the user to become part of the helping community of the
human services
.
In a discussion of integrated services Washington (1975)
indicates that the primary role of the worker will be that of
case manager. The case manager will function as a client advocate,
negotiator and broker as well as a change agent for the community.
To plumb the totality of existing collaboration and integration
of the services, professions, staffs, funding sources and laws
affecting and comprising the human services is an exceedingly
difficult, if not impossible, task. For example, federal legislation,
due to enabling clauses, permits variations of service by region and
state. The results are broad variations in the quality and quantity
of public welfare, vocational rehabilitation, mental health and
health services (Romanyshyn, 1974). Similarly, a family sending a
child to a residential treatment center may have all or part of a fee
paid by the county welfare department. If the total fees paid by
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the welfare department constitute a major portion of the center’s
income, the county standards and laws may be imposed on the center.
Collaboration and integration levels also reflect regional planning
and private funding groups (e.g., the Community Chest). A community
chest can legislate different levels of inter-agency collaboration
and integration.
An examination of several populations that use the human
services would provide an indication of the need for collaboration
and integration. For example, in criminal justice the concept of
Differential Association (Southerland S Cressey, 1974) is a major
factor in the prevention of crime and rehabilitation of criminals.
However, the environment of jails and prisons focus on the
individual offender and not the related environment as suggested by
this concept. Parole and probation officers also tend, perhaps
because of case overload, to focus on the offender. Neighborhood
centers, mental health centers, schools, vocational rehabilitation
programs, etc. are not usually perceived as part of the service of
probation and parole.
The poverty cycle is described by Austin et al. (1977) and
Romanyshyn (1974) as a closed system where problems relating to
housing, education, jobs, food, health, and family structure exist, and
attempts at solving one problem area will not open the system to
meaningful change. It is necessary for the human services to focus,
in a coordinated manner, various services on the problem of poverty.
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In a study of 55 western community mental health centers Bloom
and Parod (1976) indicate that extensive professional inter-
disciplinary efforts are considered to be the benchmark of accepted
practice. The organizational structure, as reported by Maileck and
Jordan (1977), also has a direct effect on the kind and amount of
collaboration performed by workers. The major limitations to future
development of collaborative activity, according to Bloom and Parad
(1976), are the attitude and competency of managers.
A number of federal programs have encouraged the growth of
inter-agency collaboration. They include mental health, vocational
rehabilitation. Title XX and health maintenance organizations.
Future planning in the human services must therefore focus on
the building of collaborative and integrative designs which will
encourage agencies which provide related services.
This would require, among other things, the education and training
of generalist and specialist workers able to function simultaneously
within several work environments . The focus on collaborative and
integrative designs and services would also therefore require managers
to be trained in the generalist and specialist competencies required
for agency, inter-agency, subsystem and community decision-making,
development, and provision of the human services.
Graduate Education
The function of professional graduate education is to develop a
cadre of professionals able to provide specific services and functions.
The educational process provides the student with (a) specific
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professional competencies, (b) enculturation into a profession,
(c) a professional perspective of service; and (d) a lifetime career.
Inevitably the graduate education programs expend energy to
define and perpetuate the profession. As a result a program may focus
more directly on delivery skills rather than the needs of the
service user. This has driven a wedge between the traditional
practitioner and the service user. The traditional practitioner
is not trained to see the service user as part of the large
environment and therefore cannot respond to the varying needs of
the service user. The human services concept would encourage the
education and training of generalist professional practitioners
capable of working with the service users , their environments and
the resources of the community
.
CHAPTER II
VALUES: HISTORICAL PERSPECTIVE AND LITERATURE REVIEW
A value reflects the philosophy and principles of an individual,
group or society. Values are reflected in behavior. Therefore, to
study the relationship between American society and its business and
human service sectors it would be helpful to review their values and
behaviors. Parsons (1951) suggests that value-oriented patterns of
behavior are learned early and are difficult to change (p. 208). There-
fore, if the values of the general society differ from those of the
business and human service sectors an unspecified degree of conflict may
emerge
.
History
World
The laws and codifications of Lippet-Ishtar
,
one of the oldest
known written laws (Kramer, 1969), dating back about five thousand years,
provided a variety of rules and regulations for the oversight of organi-
zations and services designed to meet the political needs of government,
the commercial needs of the business community, and the human needs of
the population. Those laws appeared to be extensions of the accepted
local religious practice and culture of the time. Inherent in those laws
were the basic human concerns which evolved, during a span of five thou-
sand years
,
into the present laws and codifications of the cultures of
the Western world. These laws provide, in varying degrees, for the
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support of human values relating to human dignity, basic human rights,
services and securities.
The development of the religious laws and codifications leading to
cultural acceptance of human values has been consistent. The code of
Lippet-Ishtar appears to be the foundation for the Hammurabi code which
preceded the development of the Old Testament and the New Testament.
Each code was very specific in its provision for human need as a
community based value. Later history is also replete with individuals
whose efforts enhanced the development and acceptance of human values as
part of cultural expectations and codes. Moses, Christ, St. Francis of
Assisi and Maimonides are but a few examples of prominent figures who
helped develop and inculcate human values into the religious and cultural
fabric of Western society.
Prior to the industrial revolution extended family systems tended
to live in the same community. The presence of the family units and the
stability of the community usually provided a clear set of acceptable
attitudes
,
values and behaviors which were transmitted from generation
to generation. In the event of personal crisis the family and community
support systems provided essential support and guidance.
The industrial revolution, with its emphasis on profit and produc-
tion, provided a major break in this tradition of reflecting values,
attitudes and behaviors into all aspects of national life. That is,
business and commerce began to function autonomously, separate and apart
from the political, cultural and religious expectations of the community
.
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At the turn of the 17th Century in England, the Elizabethan Poor
Laws were developed to meet some of the basic needs of the indigent and
disabled caused in part by the Enclosure Act. Several of the laws re-
quired communities to provide funds and services for their citizens.
These initial community-sponsored programs reflected the traditional
family, communal and church related concepts of self-help.
The United States
The first Europeans to settle in America brought the extant
attitudes, values and behaviors toward the infirm, aged and indigent from
their native lands. In this manner the Elizabethan Poor Laws were
brought to this country and became major inclusions in the initial laws
of the State of Rhode Island and the Commonwealth of Massachusetts and
the foundation of human service philosophy in the United States (Axinn
and Levin, 1975, pp. 8-25). Local communities were initially responsi-
ble for welfare services
.
Folks (1902) indicates that the organization and delivery of human
services were slow and essentially punitive.
The opening of the nineteenth century found the
English poor-law system well established in most
of the sixteen states then comprising the Union.
All public charges were cared for by the local
administrative units, towns (i.e., townships),
counties, or cities, with little oversight or
control by the states, and, then as now, none by
the federal authorities, (p. 3)
This era focused services on reforming the individual, not the
system, and still essentially reflected the Poor Laws and the
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Puritanical concepts of work. Folks (1902) doubted "whether any state
has adopted deliberately and intentionally the plan of public support in
private institutions as a general state system" (p. 116). As a result,
the aged, infirm and indigent were wholly at the mercy of private charity
or city services. This put extra stress on those who were not seen as
fit by the rest of society, i.e., minorities and immigrants.
During this period a number of services were developed. They
include hospitals (Rogers, 1971) police departments (Adams, 1975)
neighborhood houses and the YMCA among others.
Historically the federal government’s response to the social welfare
needs of the population has shown dramatic variations. President Pierce,
in 1854, vetoed a bill developed to obligate the government for the
responsibility of the country’s social welfare needs (Axinn and Levin,
1975, p. 37). In 1866 the Congress overrode President Johnson’s veto of
the Freedman’s Bureau. President Johnson, using the Pierce veto as a
precedent, expressed the feeling that the government did not have the
responsiblity for all aspects of social welfare (p. 84). Presidents
Coolidge and Hoover, in 1924 and 1930 respectively, vetoed bills for
veteran benefits (p. 173). Although both vetoes were overridden, the
vetoes demonstrated the continued reluctance of the Presidents to become
involved in national social welfare policies.
A review of the history of the United States would indicate that
the federal government, while funding and developing a variety of
nrograms to meet human needs
,
has not developed a philosophy or
national policy to respond to the individual human needs of its
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citizenry. However, beginning with the New Deal legislation initiated
by President Franklin D. Roosevelt, this nation began to develop a
variety of programs to respond to individual and group needs
.
The Social Security Act of 1935 was the first major national
program related to social welfare. Since 1935 an array of social
welfare programs have been enacted. Romanyshyn (1973) divides social
welfare programs into the following categories: (a) public welfare,
(b) social insurance, (c) employment and manpower development programs,
(d) housing and urban renewal, (e) health and medical care, (f)
mental health, (g) vocational rehabilitation, (h) delinquency and
corrections, (i) recreation and leisure time activities, ( j ) family
and child welfare services,- and 0<) community organization and planning
(p. 54). These programs are not linked together to form a coherent
national social welfare policy. It is the exception rather than the
rule to observe various categories of social welfare totally
interfaced.
Reflective of the scope of these programs is the more than
$200 billion dollar budget of the Department of Health, Education and
Welfare earmarked for 1980 (Facts and Figures, 1979). Despite this
huge expenditure of funds
,
this nation has not developed a coherent
integrated national policy to respond to individual and community needs.
In a speech before Congress, Whitney M. Young, Jr. (1964),
social worker and Executive Director, National Urban League, identified
the plight of the poor and Blacks in this country and challenged the
Congress to be more responsive to the human values of the nation.
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The most crucial social problem facing the
nation today is the problem of the Negro in
America. And this does not mean 'the negro
problem' per se...the problems of crime and
delinquency, poverty, dependency, the
deterioration of the inner city, the broken
family, and unmarried mothers—all of these
and others are faced by Whites and Negroes
alike. But the Negro is in the more exposed
position and suffers disproportionately
because, in addition to his deprivation, he
encounters racial discrimination. .the degree
to which this dilemma is resolved for the
Negro will point the way toward resolving it
for all citizens. (p. 340).
In similar fashion. Dr. Kenneth Clark, educator and psychologist, in a
Congressional report on civil disorders in 1968 noted the
repetition of a major problem in this country with no responsible
affirmative action.
I read that report... of the 1919 riot in Chicago
and it is as if I were reading the report of the
investigating committee on the Harlem Riot of '35,
the report of the investigating committee on the
Harlem Riot of '43, the report of the McCone
commission on the Watts Riot (1965). I must... in
candor say to you members of this commission— it
is kind of Alice In Wonderland—with the same
moving picture reshown over and over again, the
same analysis, the same recommendations, and the
same inaction, (p. 13)
Indeed, direction for the development and maintenance of a
national policy bridging the gap between individual service needs
and social reform may have to reflect the values and efforts of the
professions represented in the human services because the levels of
government appear unable or unwilling to develop a clearly stated
integrated nationwide policy of human services. A very able group of
managers must be developed to assume the task of relating the national
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values and attitudes of responsiveness to human need into organized
and inter-related programs
.
Human Services
A discussion of the basic values, attitudes, and behaviors related
to human services is essential to this study. The degree of compati-
bility among the values
,
attitudes and behaviors of Human Service
Agencies may (a) give an indication of the degree of anticipated inter-
professional coordination and cooperation, (b) identify basic areas of
difference; and (c) indicate the need to develop a new conceptualization
for service system development and service delivery. In addition, a
review of the attitudes, values and behaviors may identify efforts
within the social work, criminal justice and allied health fields to
reach beyond their traditionally accepted role and function.
Social Work
Values of the social work profession are enumerated in the Code of
Ethics of the National Association of Social Workers (1963), which
delineates acceptable worker-client relationships. Some of the more
important provisions are:
1. I regard as my primary obligation the welfare of the
Individual or group served, which includes action for improving
social conditions
.
2. I use in a responsible manner information gained in
professional relationships.
3. I support the principle that professional practice
requires professional education.
4. I give precedence to my professional responsiblity
over
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my personal interests
.
5. I contribute my knowledge, skills, and support to
programs of human welfare.
The value and attitude patterns of social workers have led the
profession to encourage the entrance of many minorities into practice,
have developed services for the disenfranchised, and have identified
and responded to a wide spectrum of social issues. While social workers
and other employed in agencies do indeed provide a variety of services,
they do not appear to be in a power position to develop, arbitrate, or
negotiate for systems change or systems development.
Traditionally, however, systems development and systems change
have been initiated by those in power or control. Recently the dis-
enfranchised, e.g., minorities and women, have also precipitated change.
But, if a social work agency is to participate fully with other community
and governmental groups and organizations, its management must have the
requisite competencies. Management level personnel must also have the
competencies to be responsive to a wide spectrum of social issues.
Criminal Justice
In a report by the President’s Commission on Law Enforcement and
Administration of Justice (1967) several specific attitudes, values
and behaviors of the criminal justice system were identified.
Preventing crime... [by] eliminating social condi-
tions closely associated with crime... [and]
reintegrate into their communities those who
commit crimes .. .Alternatives for dealing
with offenders is based on the belief
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that... it should be possible to give all
offenders more effective treatment.
...Individual citizens, social service
agencies, universities, religious
institutions, civic and business groups,
and all kinds of government agencies must
become involved in planning and executing
changes in the criminal justice system.
(pp. VI-XI).
The system is identifying the attitudes and values within society
at large which have a direct effect on the causes of crime, the
rehabilitation of criminals and the need for responsible participation
in the process of making change within the systems.
In a later report by the National Advisory Commission on
Criminal Justice Standards and Goals (1973) the priorities for action
relating to using a broader base of the community were expressed.
Public and private social agencies should
direct their actions to improve the delivery
of all social services to citizens,
particularly to groups that contribute
higher than average proportions of their
numbers to criminal statistics. ( Introduction)
Additional attitudes and values of the criminal justice system
expressed in these documents relate to the criminal. The attitudes
and values reflect the need for prevention of crime, reduction of
crime, more efficient law enforcement, and greater consistency in
the adjudication and incarceration processes.
Although the criminal justice system, in general, appears to
maintain an inflexible stance in terms of amending its attitudes,
values, and behaviors, this stance may tend to reflect the public’s
fear for its own safety rather than the rigidity of the system.
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Several examples of model change for the criminal justice system
reflect the social and behavioral sciences as well as the need for
more sophisticated and skilled managers.
The theory of Differential Association expressed by Southerland
and Cressey (1974) recommends that the environment of the criminal,
in and out of jail, be changed to encourage the development of more
socially acceptable attitudes
,
values and behaviors
. Their research
also indicates that prisoners involved in helping to rehabilitate other
prisoners tend to become rehabilitated more quickly themselves.
Another model, the Democratic Model, was developed by Angell
(1971) to enable police departments to be more responsive to the
community. The objectives of the model were to involve police in
community relations
,
increase morale and develop more effective
leadership and management styles. The model placed teams of police
in a community to work within defined neighborhoods to establish
priorities, policies and services. These teams would be supported by
police with special skills in research, forensics, etc. The management
level of the police force would be concerned and involved with working
with other organizations to respond to the community needs and
priorities in collaboration with other human service agencies. The
author indicates that these management competencies are not currently
offered in police graduate education programs.
In a recent study Nagel (1977) discovered that rates of crime
and incarceration are related more to unemployment, family breakdown,
and social unrest than income, race and number of persons residing in
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a particular state. He determined that rehabiliation is more
effective when the person is returned to the home community. The
implication is that other agencies in the human service system should
work with the criminal justice system to assist in the rehabilitation
process
.
The success of these inter-disciplinary models relies upon the
ability of the manager to use related systems
,
to direct employees to
use other community resources, and to affect the attitudes, values, and
behaviors of the community.
Thus criminal behavior and society’s response to it, are deeply
rooted in the values and attitudes of society. A change in the
attitudes and values of society toward crime and incarceration may evoke
changes in the behaviors of those who perform anti-social acts.
Allied Health
The Allied Health profession has changed its attitudes, values and
behaviors towards the mentally ill, retarded, elderly, ill and disen-
franchised. Nurses' training includes inter-personal and interventive
social skills. Doctors are trained to communicate about feelings,
decisions and planning with patients, especially those having severe
problems (e.g., cancer, kidney failure). The Community Mental Health
Act of 1963 has returned the mentally ill, retarded and indigent to
their home communities. Mental health centers, health centers, half-way
houses, team management, neighborhood organizations, and prevention
programs are comparatively new organizational forms, structures and
concepts affecting the attitudes , values and behaviors of clients
,
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workers and "the cominuni'ty at large. New and complex organizations,
programs
,
and concepts suggest the need for human service managers who
are professionally prepared to develop new resources and to combine or
restructure existing resources to meet the needs of individuals, groups
or the community.
Overlap
As these new services develop more responsive attitudes, values,
and behaviors the services offered by the different professions tend to
overlap. For example, a mentally retarded person released from a state
institution and returned to a community mental health center may require
a health center and a neighborhood social center, and the services
available through vocational rehabilitation, public welfare and medicare.
Similarly, a person returning to the community from prison may require
the services of a parole officer, an alcoholism counselor, a family
counselor and an employment center.
The overlap of service needs develops frustrations in the client,
the worker, and the agency. The client is frustrated because all needed
services are not available in one agency and, if available from several
agencies, the services may not meet all needs of the client. The worker
is frustrated due to inability to provide all required services and the
need to refer clients to agencies where a working relationship, on
behalf of the client may not exist. The agency is frustrated because
it must expend significant resources to provide less than optimal
services as it uses resources in the community.
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All this underscores the need for managers educated and trained
in an inter-disciplinary manner.
Management
Artifacts of prehistoric civilizations attest to the massive and
sophisticated structures constructed by different peoples. Stonehenge,
the Great Wall of China and the pyramids are several examples.
Similarly, the recorded efforts of modern man reflect the organizational
efforts of its civilizations. The biblical discussion of Moses'
division of the Israelites into tens and hundreds, the Roman Empire and
the development and production of the first nuclear powered ships are
examples of these organizational efforts. The success of these efforts
indicates the existence and ability of a person to identify a problem or
task, develop a plan, organize resources and control the various steps
to assure completion. This process has, within the past seven decades,
been identified as management by the industrial and business sectors of
the nation.
Competent functioning in the area of planning, organizing, direct-
ing, staffing and controlling and leading are the accepted and expected
values and behaviors of management. These reflect the basic profit
motif of the business community and the characteristic values held by
managers (England, 1978):
1. Large elements of pragmatism.
2. High achievement and competence orientation.
3. Emphasis on traditional organizational pals.
4. Acceptance of employee groups as significant reference
groups
.
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Planning
The concept of planning is universally accepted as an intrinsic
aspect of the management process. Steiner (1969) suggested that planning
’’may be defined as deciding in advance what is to be done, when it is to
be done, how it is to be done, and who is to do it" (p. 7). He
indicated that planning identified concern for the future (p. 6) and
suggested that the process of planning contained the development of
objectives, an organization to operationalize the objectives, a
method of evaluating the process and then the repetition of a new cycle
of the planning process (p. 7).
Gurin (1971), a noted figure in the field of social planning,
combined the concept of planning with community organization into a
category identified as "social planning and community organization." He
appeared to stress a focus on community organization as he described
three aspects of social planning and community organization as
(a) community organization as a social work method, (b) community
organization as a social action; and (c) social welfare planning. He
predicated these aspects on economic planning, physical planning and
administrative planning in business and government. He also indicated
that it was difficult to identify a distinctive professional base (of
knowledge) for community development (planning) (pp. 1324-1337).
Lauffer and Ecklein (1972) supported this contention of the duality
of planning and community organizing, indicating "planners direct their
activity towards the modification, elimination, or creation of
policies, programs, services or resources in organizations and social
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institutions" (p. 4). Thus the management concept of planning in
business and in human services appear similar. The human services
concept of planning, however, implies that the process extends beyond
the agency to a variety of community levels and functions.
A sample of writing in the field tends to support the dual nature
of planning and community organization in human services. Newman and
Demone (1969) analyzed portions of the structure of public planning for
human services and concluded that most community or regional plans are
determined by federal and state governmental agencies
,
impact studies
,
and comprehensive regional planning. They implied that each inter-
vention by a regional or governmental program focused on a single
problem and made no effort to solve broadly based problems on a systems
basis. Therefore, the government, when preparing to intervene, should
respond to problems on a broad base and involve systems already in
place. Gilbert, Rosenkrantz and Specht (1973) discussed the competitive
aspects of community planning among participants of a variety of popula-
tions, agencies, political and bureaucratic leaders, and professionals.
They stressed the need to achieve a balance among these populations.
Callahan (1973) surveyed 120 community planners to identify if there
were obstacles related to governmental funding methods which precluded
much long-range planning, and there was competition among agencies and
populations. Lum (1973) identified governmental policies and
economics as major criteria in meaningful community planning.
He indicated that the success of alternative health delivery
systems is predicated upon governmental support as well as
acceptance and participation by related professions and the
p^lblic
From general observation, much of the planning process in
human services agencies appears to relate to the funding by, and
regulations of, controlling organizations, such as the government or
community chest, and to the perpetuation of currently offered
programming.
It would appear essential for human services organizations to
separate the functions of internal (agency) planning processes
from the external (community or regional) planning processes.
Currently, most graduate programs tend to stress the external
planning process
.
While there is an apparent difference in the application of
the concept of planning between the business and human services
sectors, a comparison of operationalization of planning methods
developed by each sector appears to be more closely related. A
comparison of four planning elements is presented in Table 1.
While there is a semantic difference in the terms used by
management, social planners, and community organizers, the
methodology appears similar. Steiner (1969) refers to the implicat
of organizing the components of the management and work force to
accomplish an objective. This relates closely to Kahn’s
concept of defining the planning tasks . They both relate
AComparison
of
Planning
Elements
in
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to the specific and general content objectives of Ross (1967). All
the models express or imply the need for specificity, clarity and
detail. The models also imply concern for the impact of the services
or programs on the organization as well as the involved
populations. r^ahn (1969) felt that social plannirvg
was in its infancy (p. 1), and Ross (1967) felt that the two
fundamental processes in community organization are planning and
community integration (p. 134).
The extensive management literature related to planning strategy
and process is pertinent to planning concerns in human services
as well. The closeness and relatedness of planning between the two
sectors is perhaps best characterized by the statement of Ozbekhan
(1969)
:
Planning is adaptive to evaluation in the
environment only in so far as continuous exchanges
between it and the environment permit it to
operate in an adaptive mode. More often, however,
because of growing rigidity and institutionaliza-
tion, plans become non-adaptive and tend to lose
touch with surrounding evolutionary trends
.
Control
The concept of control is inextricably combined with planning,
leadership, and evaluation in the management function. Literature
in the social and behavioral sciences appears to concur in this
observation of the management function. A case in point would be the
various leadership and planning systems, e.g.. Management by
Objectives (M.B.O.), Contingency, and Program Evaluation and Review
Technique (P.E.R.T.), which are described by many authors under the
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headings of leadership, control, evaluation or planning. It may be
conjectured that these models and the more recent models of leadership
such as the Contingency model of Fiedler (1974) and the Vroom-Yetton
(1978) model reflect more the values of society than a scientific
management breakthrough. This concept will be discussed in the
sections on leadership and leadership styles.
Koontz and O’Donnell (1973, p. 582) defined controlling as
"the measurement and correction of the performance of activities of
subordinates in order to make sure that enterprise objectives and
the plans devised to attain them are being accomplished." They
also pointed out that no manager can exercise control without goals
and plans. Pierce (1972, p. 40) defined control as "the presence in
a business of that force which guides it to a predetermined objective
by means of predetermined policies and decisions." Dale (1965, p. 482)
also supported this definition.
Lemke and Edwards (1972, pp. 1-7) indicated that control
included cash planning, inventory, production processes, research and
development
,
marketing operations and personnel
.
Thus
,
traditional definitions of control relate primarily to
control of employees, monies and the goods and services relating to
it. Given the complexities of present-day society, the systems
affecting control would appear to be more broadly based. Certainly,
control within an industry or agency relates as well to federal
guidelines, e.g. Occupational Safety and Health Act (OSHA),
economic concerns (e.g., inflation), availability of resources (such
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as oil) and unions.
The concept of control as expressed in terms of quantity, quality,
work flow, etc. is a concept not often found in the human services.
Control in the human services tends to reflect the need being
served, the ability of the service user, the ability of the service
givers, funding sources and community sanction and agency structure.
Blankenship and Miles (1968), in a study of 190 managers to identify
management decision behavior, found that lower level managers tended
not to involve their subordinates in the decision-making process. If
this is a universal reflection of the control behavior of lower level
managers
,
the leadership role and motivation of employers are becoming
less clear in terms of task accomplishment. Non- involvement of
subordinates also would have a direct negative effect upon departments
of government, levels of government and the many agencies that have to
learn and plan together for effective community functioning.
Herzlinger (1978) suggested a model to help control and contain
the costs of health care. She suggested that the health care
administrator, the physician and the professional caregivers are in
the best position to reduce the costs of health care as they know
most about health care, are directly involved in the provision of
service, and represent the most expensive aspects of the service. The
author felt that caregivers and not government regulators should refine
the health services in this country, indicating that employees and
entry-level managers should have access to the control processes. This
would require development of new management and leadership styles.
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Each aspect of control in the system, therefore, in essence,
impinges upon and applies pressure to another person or part of the
system. Thus, any attempt at control, however slight, must restrict
the power or jurisdiction of others, precipitating a struggle for
power. It is an accepted truism that people in power do not
voluntarily give up that power. Therefore, controlling affects
power and results in conflict. Likert and Likert (1976) suggested
that "the strategies and principles used by a society and all its
organizations for dealing with disagreements and conflict reflect
the basic values and philosophy of that society” (p. 14). Their
development of "system 4" (pp. 71-106), a system which suggested a
relationship of small, democratic, interdependent groups, would be
a reflection of our society and its values as expressed in the
democratic process.
Etzioni (1961) cast an interesting perspective on the concepts
of control, leadership systems and societal values. Etzioni
introduced the concept of compliance which "is a relationship
consisting of the power employed by superiors to control subordinates
and the orientation of the subordinates to their power. Thus, the
study combines a structural and motivational aspect" (p. XV).
The compliance concept of Etzioni initially related to the
business and industry sectors. The concept appears to be equally
adantable to the human services. As the human services defines its
powers and controls, develops planning bodies and service groups
>
and provides collaborative and integrated service systems, a
redefinition of the application of the traditional management modes of
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planning, controlling, leading, staffing and organizing will be
required
.
Leadership
The concept of leadership, which relates to the management
tasks of directing, controlling and planning, has precipitated a
prodigious amount of authorship. Many models, theories, research,
and issues have been discussed and used. Stogdill (1974) defined
leadership as
characteristics of the individual and demands
of the situation which interact in such a
manner as to permit one, or perhaps a few,
persons to rise to leadership status ... Groups
become structured in terms of positions and
roles during the course of member
interaction, (p. 23)
Middleman (1969) supported the Stogdill concept as the
characteristics of the group, the goals of the group and the
individual needs of the members tend to indicate the kind of
leadership that would be acceptable (pp. 132-133, 150-154). Thus
the ability to lead is predicated upon the people in the group,
the objectives (tasks) of the group and the ability of the
leader.
There are four generally accepted styles of leadership. They
are authoritarian, democratic, laissez-faire and humanistic.
The three former styles relate only to personality or need factors
in leaders
.
The authoritarian, democratic and laissez-faire styles of
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leadership are discussed by White and Lippet (1968). The authoritarian
leader tends to exercise total control over all aspects of the
individuals within the group and the group itself. The leader expects
orders to be followed. Individual and group responses are
comparatively faster than in groups led by democratic or laissez-faire
leaders. The democratic leader tends to involve group participants
in all aspects of the group’s effort including decision making. The
laissez-faire leader tends to offer minimal guidance to
the group or its members. Decisions are arrived at more slowly but
the commitment of members to the decision tend to be greater than
under the other leadership styles (pp. 318-334). These three
leadership styles focus on the individual leader as the only factor
in leading.
The humanistic leadership models emphasize the needs of group
members in addition to concerns of the leader. One of the
humanistic models, the Contingency Model developed by Fiedler and
Chemers (1974), is defined as "the performance of a group [being]
contingent upon the motivational system of the leader and the degree
to which the leader has control and influence in a particular
situation" (p. 73).
Fiedler and Chemers indicated that the Contingency Model is a
beginning not an ending to clarifying the role and function of the
leadership. Other authors also indicated variations in their
use
and effectiveness of this model. Utecht and Heier (1976) felt
the
Contingency Model provided a not better than chance prediction
of
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successful military leadership. Bons and Fiedler's data (1976)
supported the model and indicated that minor changes in the job
caused major behavioral changes.
The quest for an acceptable, useful, and universal model of
business and industrial leadership continues. Leadership models in
the human services are equally difficult to develop. With the
development of educational inter-disciplinary management programs
Their application in the community, new models of leadership
may emerge
.
Entry-Level Management
Initial entry into the human services is at the direct service
level. As previously discussed, line workers appear to view direct
service provision as an entry-level step into human service
management . A number of studies indicate that there are substantive
competency, perspective and value differentials between the direct
service worker and manager in the human services. Kadushin (1976)
and Haimann and Hilgert (1977) identify the degree of difficulty
direct service workers have in making the transition to entry-level
management positions. Woodcock (1967) suggests that the transition
to manager represents a major career crisis for the line worker. His
study indicates a substantial degree of difficulty experienced by
line workers during the conversion period. He recommends the need
for special education to enable beginning managers to comprehend the
change in work expectation and performance. This concept is iterated
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by the managers participating in this study. The worker responses,
also to be discussed later in this study, identify stress, isolation
and role conflict as they make the transition from worker to manager.
Values and competencies of the direct service worker reflect
(a) the needs of the client, (b) the environment of the client, (c) the
ability of the client to participate in problem solution, (d) the
resources available for client use; and(e) the client-worker
relationship. These values require the direct service worker
to focus on the development of the client.
The values and competencies of the entry-level manager form a
dramatic contrast to the worker values. The entry-level manager
provides indirect services to the client. In the process of providing
indirect services, the entry-level manager may focus on (a) staffing,
(b) funding, (c) resource allocation, (d) efficiency of service;, and
(e) cost per unit of service.
Thus the transition from worker to manager requires the
individual to substitute values and competencies as well as to
focus on a new perception of agency and job functions. The degree of
difficulty of this transition may, for example, be observed in the
style of management used by the psychiatrist, policeman and group
worker. Each may tend to reflect the style used in their direct
practice. Similarly, the change of focus from support of client
to support of agency may be a painful conversion. This continued
quest for vertical ascension may develop a bifurcation resulting in
a human service delivery profession and a human service management
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profession.
In the transition from worker to manager the worker may determine
that the competencies and values of interpersonal skills
,
interventive
techniques, relationship building, problem identification and problem
solving are transferable to and useful in the management function.
The competencies and values related to the clients' right to self
determination, confidentiality, client participation in the
decision making process and worker performance style may be
inappropriate or detrimental to the successful performance of the
entry-level human service manager. New competencies and values
required by the entry-level manager may include supervision,
arbitration, long range planning and staff and program evaluation.
CHAPTER III
GRADUATE HUMAN SERVICE EDUCATION PROGRAMS
Recent Changes
For the past two decades significant changes in higher education
paralleled the changes being made in the availability and provision of
services to meet human and community needs . The development of
community colleges and proliferation of professional programs at the
baccalaureate level were two significant changes.
Community colleges trained many students to function at the assis-
tant levels in mental health, human services, police science, and a
variety of health-related fields. These programs prepared numbers of
paraprofessionals to seek employment in existing agencies and
organizations
.
New programs were developed at the baccalaureate level. These
programs educated entry-level professionals in such diverse fields as
social work, criminal justice, nursing, and physical therapy. A number
of the new programs were for new professions reflecting advances in
technology, e.g., nuclear medicine. Social work was offered for the
first time to prepare entry-level professionals. This represented a
major philosophical change for the profession which previously recog-
nized only the masters degree in social work as the professional
criterion for practice. Criminal justice programs were also new
educational efforts, precipitated by the Safe Streets Act, to upgrade
the abilities of the police and related professions in the
criminal
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justice system.
Changes occurred, as well, at the graduate level in the academic
preparation of professional practitioners in social work, criminal
justice, and allied health. Most graduate programs, in these pro-
fessions began to prepare students to function in specific areas of
practice (e.g., casework, community organization, forensics, industrial
security, nursing, and physical therapy).
This narrow focusing, by several generations of graduate students,
on the use or application of a specific skill resulted in more concern
about the art form of service delivery rather than the use of the skill
to identify and respond to the problem facing the client. Affirmative
action and human rights programs responded to this apparent inadequacy.
These responses precipitated changes in content that were included in
many professional graduate education programs. Programs began to focus
on human need and to prepare practitioners with general skills to
respond to client need on a broader basis.
In addition to focusing on the art form of service delivery, it
would appear that graduate schools preparing students in the social
work, criminal justice and allied health professions did not develop
curriculum competencies in administration or management commensurate
with changes in services, proliferation of services, sophistication
of the service user and broadening of the manpower base previously
identified. Therefore, it may be conjectured that the great
majority of administrators in these fields were not formally
prepared to function effectively in their assigned tasks.
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Survey of Graduate Programs
Graduate aGademic programs in social work, criminal justice and
allied health, identified through recognized educational associations
representing, supporting and/or accrediting the programs, will now be
surveyed in an attempt to identify their educational standards
,
core or
required curricula, and their elective concentrations. Of primary con-
cern will be the identification of the number and kinds of concentra-
tions in management and administration currently being offered in these
graduate programs . Several programs will be selected and discussed to
indicate the variations currently practiced at different graduate schools
within each profession. Basic data relating to numbers of programs,
length of programs
,
numbers of concentrations available in management
and administration, and percentage of students participating in these
concentrations will be presented. Analysis of the data should provide
some insight into the quality, number and availability of management and
administration courses for students entering these professions at the
graduate level. Analysis of the data may provide some insight into the
expected performance levels of administrators who have received formal
training.
Limitations
A major concern, always present, in undertaking a comparison of
graduate academic offerings in a variety of colleges and universities
is the selection and use of similar words or phrases which
may have
different meanings or implications for each user. A
Masters degree in
Police Science, for example, may have vastly differing curricula at
two universities. In addition, each of the professions has also
developed its own jargon. Each profession may use similar words or
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terms but their meanings or implications may differ. The word "case"
has a distinctly different meaning for a policeman, a social worker, and
a nuclear biologist. Further obfuscating the comparison of graduate
offerings is the misuse of jargon within a profession. In social work
education, the term "macro" may refer to studies in community organiza-
tion or administration.
The ability to identify and analyze academic offerings in admin-
istration and management offerings at the graduate level may be limited,
in some instances, by the following factors: (a) administration and
management material may be included in other course offerings, (b) pro-
grams may be m.ulti-disciplinary and courses advised on an individual
basis, (c) programs may encourage students to select elective courses
from other colleges, (d) course selections in a concentration may not be
available because of time constraints, (e) elective course offerings may
exceed the number of elective choices available to the student in the
degree-granting period; and (f) the course as offered may vary from the
course description.
Social Work Education
In the United States of America there are 85 graduate schools of
social work accredited by the Council on Social Work Education (CSWE,
1978). The schools function as part of the public, private, state, and
61
university systems and are found in 38 states and Puerto Rico. The
Council on Social Work Education is authorized to identify and develop
criteria for and supervise the content of accreditation requirements by
the Council on Postsecondary Association (COPA).
The accredited graduate programs confer a Masters Degree in Social
Work. The major degree is the MSW. Other degrees include:
MA - Master of Arts
MLSP - Master of Law and Social Policy
MS - Master of Science
MSS - Master of Social Science
MSSA - Master of Social Service Administration
MSSW - Master of Science in Social Welfare
MSW - Master of Social Work
The degree is awarded upon successful completion of a two-year
course of study. The academic requirements include classroom and super-
vised field placement. Schools of social work have the option of offer-
ing a student advanced standing of up to one year based upon prior
education and work experience.
The Manual of Accrediting Standards: For Graduate Professional
Schools of Social Work (1971) indicates that the goals for graduate
education are to provide a basis for the student to:
incorporate the knowledge and values basic to social
work as a professional discipline;
recognize the political, economic, social, and
cultural influence on the social services both
in his own country and in other countries
;
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anticipate human needs in a rapidly changing society
and project programs and services to meet those needs;
understand his ovm role in society and contribute
responsibly to the development of the profession
that it may increasingly serve society in the
prevention and treatment of problems of personal
functioning, social problems, and the enhancement
of social well being;
utilize scientific and scholarly inquiry in advancing
professional knowledge and improving standards of
practice
;
attain a level of competence necessary for responsible
professional practice and sufficient to serve as a
basis for a creative and productive professional
career, (p. 56)
The curriculum policy of CSWE
is developed as a unified whole and achieves its
coherence by viewing all courses as presenting
knowledge to throw light on several broad components
related to human problems and needs
,
social welfare
policy and services, human behavior and the social
environment, and social work practice, (p. 56)
In addition to the basic curriculum, all schools offer one or
more concentrations. A student selects a concentration to develop a
desired expertise, e.g., case work, mental health, administration.
An analysis of the data on concentrations presented in Summary
Information on Master of Social Work Programs: 1978 indicates that the
concentrations mentioned most often include:
administration group work
alcoholism mental health
poverty and minoritiescase work
community organization retardation
criminal justice
geriatrics
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service to children and families
social planning
Three graduate schools of social work offer only one concentration;
31 schools offer two concentrations; 20 schools offer three concentra-
tions; 18 schools offer four concentrations; and 13 schools offer five
or more concentrations . At least one of the concentrations in 57 schools
(67.1%) is administration or management. At least one of the concentra-
tions in 16 schools (18.8%) is identified as management. Of a total of
281 concentrations, 73 (30.0%) relate to administration or management.
Course offerings of six graduate schools, two with general con-
centrations (other than administration or management), two with con-
centrations in administration, and two with concentrations in management,
are presented to illustrate the variations of academic inclusions. See
Tables 2-7. The courses presented are categorized on the basis of title
and description as indicated in the respective catalogues.
Inter-disciplinary Thrusts
The Council on Social Work Education encourages the development of
concentrations to meet current needs in the practice of social work.
Concentrations relating to criminal justice, mental health, health, and
law indicate the inter-disciplinary thrust of graduate social work
education.
Where offered in such concentrations, courses in administration
tend to focus on social planning, social issues, social policy, and
policy and program analysis. Where offered, courses and concentrations
in management appear to be minimal in number.
64
TABLE 2
Smith College School for Social Work
Northampton
,
Massachusetts
(Generic Concentration)
Concentration
Administration
Courses
(N=7)
Management
Courses
(N=l)
Case Work Introduction to Social Strategies of
Policy and Organizational Organizational Change
Change
Policy Issues in Health
Care
Issues in Aging
Law and Social Work
Welfare Laws and Public
Policy
Mental Health and Law
Issues in Mental Health
Care
Source
:
Smith College School for Social Work 1978 Catalogue
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TABLE 3
San Diego State University
School of Social Work
San Diego, California
(Generic Concentration)
Concentration
Administration
Courses
(N=3)
Management
Courses
(N=3)
Aging Seminar in Social Welfare Seminar in Management
Mental Health
Policy and Services (2) Knowledge and Technique
Seminar in Social Work Facilitative and
Health Practice with Organizations Educational Roles in
and Communities Human Service Organize-
Children, Youth tion (2)
and Families
Source: San Diego State University Graduate Division Bulletin 1978-1979
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TABLE 4
University of Chicago
School of Social Service Administration
Chicago, Illinois
(Administration Concentration)
Concentration
Administration
Courses
(N=18)
Management
Courses
(N=2)
Social Treatment
Social
Development
Research
Seminar: State Level Human
Service Organization and
Planning
Seminar: Social Develop-
ment Methods
Policy Analysis and Program
Evaluation
Management in the Human
Service Agencies
The Provision of Human
Services: Financing,
Organization and
Performance
Urban Policy
Public Policy in Health
Care
Social Welfare Policy:
Political and
Organizational Issues
Topics in Health Care
Policy
Reporting Social Policy
Issues
Planning and Policy: A
Community Focus
Legislative Base of
Contemporary Social
Welfare
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Table 4 (Continued)
Concentration
Administration
Courses
(N=18)
Management
Courses
(N=2)
Law and Public Policy
Contemporary Questions of
Public Policy and the
Health Services
Seminar: The Life Cycle and
Policy Issues
Public Budgeting: Federal
Welfare Program Budgeting
Social Policy and the Latins
in the United States
Macro Studies
Social Welfare Policy
Social Welfare Administra-
tion
Source: The School of Social Service Administration
The University of Chicago Announcements September 1978
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TABLE 5
University of Minnesota-Duluth
Duluth, Minnesota
School of Social Development
(Administration Concentration)
Concentration
Administration
Courses
(N=10)
Management
Courses
(N=2)
Community Social Policy and Planning Human Service Administra-
Organization and tion
Development Social Policy Analysis
Organization Change
Administration Social Policy Development
and Management
Women and Social Policy
Comprehensive
Planning and Selected Issues in
Policy Develop- National Policy (2)
ment Research
Issues in Social Policy
Program
Evaluation Social Planning
Regional Planning and
Development
Human Service Program
Evaluation
Source: 1977-79 School of Social Development
University of Minnesota, Duluth
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TABLE 6
University of North Carolina
School of Social Work
Chapel Hill, North Carolina
(Management Concentration)
Administration Management
Concentration Courses Courses
(N=9) (N=3)
Services to Planning and Coordinating Principles and Problems
Individuals
,
for Problem Solving and of Agency Child Care
Families and Service Delivery
Groups
Politics of Social Program
Design, Management, and
Evaluation of Service
Organizat ional Administration ( 2) Organizations
and Community
Services Principles and Practice
of Administration
Human Service Supervision
Training and Organizational
Development
Comprehensive Planning for
Child and Family Services
Analysis of Social Service
Systems (2)
Theoretical Bases for
Services to Larger Groups,
Communities, and
Institutional Systems
Source: Record of the University of North Carolina at Chapel Hill
School of Social Work, January 1979
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TABLE 7
University of Nebraska
School of Social Work
Omaha
,
Nebraska
(Management Concentration)
Concentration
Administration Management
Courses Courses
(N=8) (N=l)
Research Social Welfare Policy, Supervision in Social
Services and Analysis Work
Management and
Administration Social Work Practice
(Macro)
Task Groups in Macro
Practice
Social Work
Administration
Social Welfare Planning
Advanced Policy Analysis
and Implementation
Social Work and the Law
Evaluation of Social
Programs
Source: 1978 Student Handbook, School of Social Work
University of Nebraska at Omaha
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Sarri (1969) developed the first major concentration in social
welfare administration at the University of Michigan. She identified
the need for training administrators as the median number of students
in an administration concentration was four in each of 12 schools
offering such a concentration (p. 8). Concurrently, the National
Association of Social Workers (NASW) was reporting that about 50% of
its responding members indicated that administration was their major
job function (Stamm, 1969, p. 39).
The number of concentrations in administration and management
has grown to 30%. Assuming equal student representation in each
concentration, the percentage of students, 30%, being prepared to
assume the role of an administrator appears inadequate to meet the
need of 50% identified above
Specht (1972) suggested that "those professionals whose major
tasks and functions are concerned with the planning, administration,
and evaluation of social welfare services will probably continue as
a professional group with their own identity" (p. 13).
As the management role becomes more complex in having to respond
to increased federal and state funding and control, grantsmanship
,
inter-agency coordination, deinstitutionalization, laws affecting the
handicapped, and a restriction in funding, it would seem appropriate
to Dfovide graduate students with skills to handle these new demands.
Criminal Justice Education
In the United States, there are 93 colleges and universities
offering 198 degrees in Criminal Justice at the graduate level
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(Criminal Justice Education Directory, 1978). The graduate programs
fiinction as part of the public, private, state and university systems
and are found in 36 states. The Accreditation and Standards Committee,
Academy of Criminal Justice Sciences is authorized by the Accreditation
Council Organizational Guidelines (1978) to "establish policy and
procedures and hear all matters pertaining to accreditation" (p. 1).
The accreditation process, adopted in 1978, has not been operationalized.
The accreditation standards are for post-secondary criminal justice
education programs.
The graduate programs confer a variety of Masters Degrees,
including
:
Administration of Justice
Corrections
Criminal Justice
Criminology
Forensic Science
Law Enforcement
Police Administration
Police Science
Security Administration
The degree is awarded upon successful completion of a one-year
course of study. The academic requirements include classroom
and
thesis components.
The Accreditation Guidelines for Postsecondary Criminal
Justice
Education Programs (1978), states that
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the Criminal Justice field of study consists of
a diversity and variety of programs
,
ranging
from those which have a single purpose to those
which have many ... Criminal Justice is a relatively
new field of academic study and is based upon
a rapidly expanding body of knowledge
.
Criminal Justice curricula must give explicit
recognition to the multidisciplinary character
of the field.
Criminal Justice curricula should recognize
the interdependence of cultural norms
,
traditions
,
and value systems and social
responses to problem-solving.
Recognition should be made of social goals
and their relationship to governmental
policies. .
.
. (p. 2)
.
Data gathered from the Criminal Justice Education Directory
,
1978-1980
,
would indicate that about one-third of the courses offered
in the nine major degree designators in the Criminal Justice field
relate to administration and management. The administration and
management offering of six programs are presented to illustrate
the variation of academic inclusions. See Tables 8-13. The courses
are categorized on the basis of title and description as indicated in
the respective catalogues
.
Analysis of the data presented in the Criminal Justice
Education Directory, 1978-1980, indicates that about 30% of the
course offerings relate to administration and management. With few
exceptions, the offerings in administration and management are
narrowly focused on the police function. Differing amounts of current
behavioral science and scientific methodology appear to be offered.
Examples of primary exceptions are the major criminal justice
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TABLE 8
University of South Carolina
College of Criminal Justice
Columbia, South Carolina
Administration Courses
(N=5)
Management Courses
(N=0)
Juvenile Justice Administration
Administration of Criminal
Justice
Criminal Justice Planning
Techniques of Criminal Justice
Planning
Comparative Criminal Justice Systems
Source: University of South Carolina Bulletin 1978-79 Graduate Studies
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TABLE 9
California State University-
Department of Criminology
Fresno, California
Administration Courses
(N=5)
Management Courses
(N-3)
Administration of Justice Police Organization and
Administration
Police Operations
Middle Management in Law Enforcement
Comparative Police Systems
Current Issues in Police Management
Criminal Justice Information
Systems
Institutional Treatment of
Offenders
Source: Department of Criminology; California State University, Fresno
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TABLE 10
The American University
Center for the Administration of Justice
Washington
,
D. C.
Administration Courses
(N=12)
Management Courses
(N=6)
Seminar in the Administration of Concepts in Criminal Justice
Justice (4) Management
Comprehensive Criminal Justice
Planning (2)
Seminar in Management of Criminal
Justice Agencies
Intergovernmental Relations in the
Administration of Justice (2)
Problems in the Exercise of
Institutional Authority
Policy Making in Law Enforcement Modern Technology and Management in
Judicial Administration
Comparative Police Systems (2)
Administrative Management in
Survey in Judicial Administration Corrections
Source: The American University Bulletin 1978-80 revised edition
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TABLE 11
John Jay College of Criminal Justice
New York, New York
Administration Courses
(N=12)
Management Courses
(N=7)
Planning for Metropolitan Areas Public Administration
Comparative Police Administration Administration of Personnel
Resources
Piiblic Administration
Organization Theory
Behavioral Sciences and
Administrat ion
Productivity in Public Management Systems and Techniques
Organizations
Judicial Administration
Productivity in Public
Organizations
Psychology of Leadership Cases in Productive Public
Management
Administration of Personnel
Resources
Police in a Political System
Political Setting of Public
Administration
Problems in Public Administration
Judicial Administration
Pro j ect Management
John Jay College of Criminal Justice Graduate Bulletin
1977-79
Source
:
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TABLE 12
University of Illinois
Department of Criminal Justice
Chicago, Illinois
Administration Courses Management Courses
(N=4) (N=0)
Systems Concepts: Interaction
and Change
Strategies of Change and
Innovation
Complex Organizations in the
Criminal Justice System
Role of Law Enforcement in
Community Relations
Source: University of Illinois at Chicago Circle Program Information
for the Master of Arts in Criminal Justice and the Master of
Science in Criminalistics
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TABLE 13
University of Denver
Judicial Administration, College of Law
Denver
,
Colorado
Administration Courses
(N=l)
Management Courses
(N-3)
Criminal Justice System Operational Aspects of Court
Management
Budgeting and Fiscal Administration
Personnel Administration
Source; Master of Science in
University of Denver
Judicial Administration
College of Law
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centers at the John Jay School and the Center for the Administration of
Justice. While these programs offer extensive offerings in administra-
tion and management, the logistical limitation of a one-year program and
other required courses, would appear to effectively limit the number of
courses a student may take.
National crime figures indicate that a large proportion of cases
processed in the criminal justice system relate to family problems,
delinquent behavior, alcoholism, drug abuse, victimless crime and
recidivism. The ability or lack of ability of the policeman to identify
the precipitating factors and to make use of the mental health/human
service system has a direct effect on each case. Administrative
sensitivity to and use of community resources appear to be recognized in
very few criminal justice curricula.
Allied Health Education
In the United states
,
there are several thousand allied health
programs. Anderson et al. (1976) reported on 5,053 allied health
occupation programs. These programs are accredited by the Committee
on Allied Health Education and Accreditation (CAHEA). There are 27
national organizations and 15 review committees that work with CAHEA.
There are 2,834 accredited programs, as indicated in the Allied
Health Education Directorv/7th Edition (1978, p. vii). The CAHEA
standards of accreditation also provided for the development of new
health occupations (p. 72). Therefore, for example, a restructuring
of a facet of the current academic offerings in the science
of
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chemistry into clinical chemistry could become a new inclusion in the
allied health field.
The development of college level programs identified as Allied
Health is comparatively recent and a clear pattern of combining
hitherto independent programs has not been identified.
It is also therefore possible for schools to combine any
number of the allied health occupations into a program under the
rubric of Allied Health. These programs may be related only on an
administrative level or may be fully integrated. In this section
offerings in administration and management in these emerging
programs, e.g.. Community Health Services vis-a-vis traditional
programs such as Nursing will be discussed.
The accredited graduate programs confer a Masters Degree in
the specific area of allied health practice. A degree in an allied
health profession is usually earned upon successful completion of a
one- or two-year course of study. The academic requirements include
classroom and supervised field placement components
.
The Committee on Allied Health Education and Accreditation (Allied
Health Education Directory, 1978) supports a number of professional
issues designed to encourage and enhance the academic and professional
growth of the practitioner. Several issues include:
Equivalent training and education that was
acquired in pursuit of other health related
occupations should be recognized as satisfying
fully or in part registry .. .within the
profession
.
Those who work together as a health care team
should, wherever feasible, learn together.
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The implementation of core curriculum
can be a positive step toward achieving
this goal.
Organization of technical training by
clusters of related occupations .. .may be
a means of avoiding training a person in
an excessively narrow and restricted area...
and skill.
If the career mobility is to become a
reality, it will be because of the
cooperation and ingenuity of associations
of health professionals, educational
institutions
,
and all types of health
care delivery institutions (p. 5).
CAHEA has also developed a statement of Basic Principles for the
Accreditation of Allied Health Education Programs (1978):
To establish, maintain, and improve
standards of quality for educational
programs in the allied health professions
and services.
To provide recognition for educational
programs which meet the standards
established by the appropriate
accrediting agencies
.
To encourage and assist in the development
of new educational programs which meet
demonstrated needs in the allied health
field.
To establish, maintain, and improve
standards of quality for such programs
(p. ix)
.
Each of the 23 allied health occupation organizations determined
its own essentials for accreditation by following outlines recommended
by CAKEA. This allows new programs, e.g., biomedical photography,
to determine their knowledge and skill base and apply for
accreditat ion
.
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Offerings of selected allied health programs are presented to
illustrate the variation of courses in administration and management.
See Tables 14-18.
Analysis of the data on allied health programs tends to indicate
that traditional graduate programs continue to educate students for
a specific skill. Where programs are related to public health or
piJ^lic administration, there tends to be a significant inclusion of
courses of an integrative, administration and management nature.
There appears to be some movement toward inclusion of
administration and management courses in chemistry. A report in
Clinical Chemistry (1973) indicated:
The subcommittee felt strongly that this type
of training is extremely important because of
the need, in the United States, for clinical
laboratory supervisors. Competency at this
level was defined as the ability of the
individual to initiate and conduct appropriate
technologist-training programs in laboratory
techniques and methodology
,
to establish proper
quality-control programs, and to identify with
problems relating to work load distributions
,
personnel activities, and recognition and
administration of the day-to-day activities
of the laboratories. (pp. 1419-1420)
The integrative issues of team care, core curriculum, and
training by clusters raised by the Committee on Allied Health
Education and Accreditation may be difficult to adopt. However,
as allied health team members work with other professionals in
mental health and human services the need for increased knowledge
in
administration and management may emerge.
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TABLE 14
Michigan State University
East Lansing, Michigan
(Allied Health)
Programs Requirements
Community Health Science Administration and Management
courses: Available but optional
Bio Chemistry
Microbiology and Public Health
Source: Michigan State University Publication
Graduate Study
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TABLE 15
Southern Illinois University
Carbondale, Illinois
(Allied Health)
Programs Requirements
Chemistry and Biochemistry
Microbiology
Administration or Management
courses are not required. Several
elective options available outside
the department
Source: Southern Illinois University Bulletin 1978-1979
Graduate Catalogue Southern Illinois University at Carbondale
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TABLE 16
Center for New York City Affairs
New School for Social Research
New York, New York
(Allied Health)
Programs Requirements
Health Services Administration
Gerontological Services
Administration
Administration or Management
courses comprise about 60% of the
required course credits
Source: Center for New York City Affairs New School for Social Research
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TABLE 17
University of New Haven
West Haven, Connecticut
(Allied Health)
Programs Requirements
Environmental Sciences Administration and Management
courses comprise about 13% of the
required coxirse credit
Source: Bulletin of the University of New Haven Graduate School
1978-79
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TABLE 18
University of Tennessee
Knoxville, Tennessee
(Allied Health)
Programs Requirements
Biomedical Sciences Administration and Management
courses are not required
Source: Graduate Studies 1979 Knoxville
The University of Tennessee Record
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New Educational Models
A number of graduate schools have developed new models of
g;raduate education for human services. Some models attempt to combine
several of the existing human service programs. Other models may
iriclude a relationship with an established college of business admin-
istration to teach management skills. The majority of these models
have been developed during the decade of the 1970 's and are still
considered to be experimental.
Programs of four institutions are presented to illustrate the
degree of model variation of graduate educational response to the
need for the development of more sophisticated professionals to
enhance the function of human services systems.
The Pennsylvania State University College of Human Development
offers a master of science and a doctor of philosophy degree in
Community Systems Planning and Development. The program was
initiated in 1973 and is considered a
coordinated college program involving
primarily the Divisions of Biological
Health and Community Development. The
entire faculty of the College and the
University, however, is available to
students within the program (Pennsylvania
State University, College of Human
Development
. ) ( p . 2
)
Course offerings are primarily available in the three
professional study areas of health planning, administration of
justice and community organization and social services.
The focus of the program is the community and the complex of
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social groupings, enterprises, and services through which people act,
more or less cooperatively, to meet their needs. Graduates of the
program will be professionally trained people in the core competencies
of Community Structure and Social Systems, Interorganizational
Relations, Social Forecasting, Planning and Intervention, and
Research Methods
.
These competencies will enable graduates to:
1. identify major operating elements of a community,
2. recognize problems and dysfunctions and express
their relative seriousness in terms of economic
and social costs,
3 . develop
,
with community members
,
ways of coping
with such problems and help them put into
effect programs that will improve the quality
of life, and
4. evaluate the effectiveness of such actions as
guides to further efforts.
The California State University at Sacramento initiated an
Institute for Human Service Management in 1977, funded by a grant
from the California Department of Benefit Payments. A publication of
the School of Social Work (1977) at the California State University
at Sacramento indicates that the Institute for Human Service
Management
plans to apply management concepts to human
service organizations and offer technical
assistance to administrators; provide
curriculum development, in-service training,
and continuing education in applied management
technology for social work students and
practitioners; and provide a setting for
faculty and students in which problem and
solution oriented research may take place.
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The College for Human Services was established in New York City in
1964 and provides a variety of educational services for students over
the age of 21 whose family income falls below the poverty level (Weil,
1974) . The students pay no tuition but receive wages from the Compre-
hensive Employment Training Act (CETA). The college bulletin (1977)
indicates that
The college believes that the aim of all human
service work is to improve service and to enpower
both students and the citizens they serve by
teaching them the skills needed to manage their
own lives and fulfill their potential as responsi-
ble and creative members of society.
The College uses an educational approach that
organizes theoretical knowledge into eight basic
areas of performance. Each performance area
includes the dimensions of purpose, values, self
and others, systems, and skills.
The Center for New York City Affairs of The New School for Social
Research offers a variety of programs leading to a masters degree.
Initiated in 1964, the Center for New York City Affairs considers
itself to be the nation's largest and most diversified program of
urban studies (Center for New York City Affairs: New School for Social
Research
,
p . 5 )
.
The graduate programs in urban professions are:
Urban Affairs and Policy Analysis
Human Resources and Manpower Development
Health Services Administration
Gerontological Business Administration (p. 6)
Summary, Critique, and Conclusion
InolusioB of administration and management courses in graduate
programs in social work, criminal justice, and social work have been
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identified and examined. Social work offers about 30% of its
concentrations in administration and management and about 19% of
its concentrations in management. The greatest majority of the
administration offerings relate to planning, policy and issues in
social welfare. The management offerings appear to be insufficient
to prepare the 50% of the social workers who indicate that their
primary work is administration.
Criminal Justice provides about 30% of its offerings in
administration and management primarily related to police needs.
Allied Health programs appear to provide minimal amounts of
administrative and management courses except when one of the related
programs is Public Health or Public Administration.
Most social work programs tend to stress the Social Administration
model, while criminal justice and allied health programs tend to
divide educational efforts between the Social Welfare Administration
and Social Administration models when these courses are offered beyond
the basic requirements.
The three professions, in their accreditation statements and
course offerings, identify and imply a number of similar foundations.
These foundations include (a) the behavioral sciences, (b) awareness of
a social, cultural and value base in each client, (c) a growing base
of knowledge, (d) a proliferation of service and service needs, (e) a
dependency on each other as related service givers; and(f) the need to
prepare more effective administrators.
The survey of graduate programs also identifies several basic
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issues and concerns of each profession individually as well as their
collective function in society
. Some basic issues and concerns
include
:
1. In what manner can the educational process be developed to
enable and encourage practitioners and their agencies to develop
working relationships with related service agencies?
2. Is it possible to transfer the traditional management
competencies, researched and developed by and for the for-profit
sector, to the not-for-profit service sector of society?
3. Are there additional management competencies and needs
endemic to the not-for-profit sector that can be identified and
taught?
4. Are these additional management competencies common to all
not-for-profit agencies and can they be taught on an inter-disciplinary
basis?
5. What are the implications for community services and client
need if managers learn basic management competencies and perceive
part of their administrative function as the development and linking
of related services to the provision of optimum services?
Several recent and innovative inter-disciplinary graduate
education programs have been identified and examined. These programs
represent a trend in innovative educational programs found in m.any
graduate programs throughout the country. These innovative programs
have been developed in response to the growing complexities of
identifying and responding to human needs , clarifying public needs and
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issues, developing and analyzing systems, systemic functions and inter-
relationship, manpower resources and more effective management.
The programs appear to be generalist in nature. That is, they
tend to include in their curricula those teaching and experimental
learning opportunities that would encoxirage the student to review
individual needs, systems, system change, and policy and program
development from a broadly based human service perspective.
The programs also appear to stress policy making, policy analysis,
and community structure as basic foundations. There is a strong effort
to prepare practitioners to be conversant with the skills and
method of the operation of closely related service givers and levels
of government. In most instances, the programs appear to be composed
of a combination of pre-existing units and may not be administratively
integrated.
However, the traditional primary focus of educational programs
for the preparation of human services practitioners in the United
States has been and continues to be in the development of service
delivery skills . Graduate programs perpetuate the focus on service
delivery skills, e.g., assessment of need, strategies of intervention,
community resources, and evaluation of service. The traditional focus
on service delivery appears to have limited the possibility of an
examination of and commitment to the consideration and development of
an emphasis on management training. *
Pervasive societal changes occurring in the past four decades tend
"to support the need for a reassessment and inclusion of an emphasis
on the management role and function at the graduate level.
CHAPTER IV
THE NEED
In the 1970’ s the federal government adopted a stance of
accountability and efficiency in management (Rothman, 1979). These
changes were precipitated by the failures of major portions of
President Johnson's Great Society, the press of minorities and radicals
for control of service, the deteriorating economic environment and the
management approach of President Carter.
General
A number of significant movements occurred simultaneously which
also had an indirect, but important, effect on the nation's willingness
to support human service needs . They included welfare rights
,
civil
rights and anti-war movements
,
Black power and feminist movements
,
and
the organized quest for an equal rights amendment to the constitution.
A number of new agencies were developed to provide services to
the poor, minorities, substance abusers, women, mentally ill, retarded,
and neighborhoods . These agencies provided a variety of direct
,
residential, outpatient, legal, and ombudsman services.
Of significance was the development of self-help groups. These
groups and agencies represented many major problems traditionally
hidden from society. They included Seventh Step for ex-convicts,
drug and alcohol abuse centers, alternatives for battered women for
abused women. Compeer for mental health problems and neighborhood
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associations among others. Many of these programs were designed to
prohibit professional workers from participating in the delivery of
services
. Only people who have lived the problem were permitted to
provide service. Professionals were sought out only for consultation
and collaboration.
Concurrently, agencies hired a wider range of people. Many of
these new workers had not completed their formal achool education nor
had had any professional training. These workers came from a variety
of federal training and affirmative action programs.
A concern resulting from this process was the level of care given
by untrained people and the impact the preprofessional would have on a
profession. This dichotomy of preprofessional service and professional
stature continues to exacerbate both the care givers and the recipients
of service.
Through organizational and educational efforts of the Welfare
Rights Organization and other client groups, recipients of services
became more sophisticated about their rights and levels of service
expectations. They expected to receive prompt, complete, and helpful
services. For the first time in this country services to meet basic
human needs became a right, not a privilege (Wilensky-Lebeaux, 1965).
Throughout this period major demographic changes affected values
and behavior patterns resulting in the need for additional specialized
services. Suburbs grew rapidly leaving the older central cities to the
poorer and older populations. There was a large south-north
migration of
black and white citizens. Civil and human rights groups
identified the
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needs for their respective meinbers and demanded new and better services.
This precipitated the development of new agencies and services requiring
additional managers and workers.
Professional Education
Professional preparation programs proliferated rapidly during this
period. New programs were developed at the community college level.
Four-year programs leading to the awarding of professional degrees
commenced, and graduate programs proliferated. These programs prepared
skilled line workers but did not provide able, trained managers to
respond to these burgeoning systems, services, needs and limitations.
An examination of the graduate education programs of social work,
criminal justice and allied health indicates that the primary focus of
these programs is on service delivery with minimal offerings in
management. Of the graduate programs offering management concentrations
most are related to policy development and contain broad based
theoretical content. Less than one-third of the course offerings relate
to management and an even smaller percentage of students participated in
them. Graduates are not being prepared in sufficient numbers to assume
the ever-increasing management positions in h\aman services agencies.
Students completing graduate education programs tend to accept
entry-level management positions within a year after graduation. Data
in the study indicate that there are no known graduate education models
dedicated to prepare entry-level managers in social work,
criminal justice and allied health. As previously discussed, the
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transition from a service delivery position to an entry-level
manager position is considered to be very difficult due to job focus,
different competencies and conflicting values. It would therefore be
appropriate to consider development of an entry-level management
program for the human services.
While it is assumed that an education focused on management would
enable a student completing the education to perform more effectively
there is, unfortunately, no evidence to support that assumption.
However, the self-fulfilling prophecy concept of Merton (1968) and
the supportive research of Rosenthal (1968) would strongly suggest
that when a person is provided with the educational tools and the
proper motivation, the chances for success are greatly enhanced.
Management in the Human Services
Effective educational preparation of managers appears essential if
agencies are to continue to respond to human needs, the broad based
human ethics and values of our nation; provide quality service;
develop new delivery systems; and respond to the pressures of government.
However, the complexities of the needs and services (e.g., alcoholism,
mental illness, incarceration, cancer, aging, poverty, neighborhood
decay, etc.) of individuals, families and communities suggest, and
current practice indicates, that one agency alone cannot respond to
the totality of the sophisticated needs of, and services for, clientele.
Agencies must develop methods of working together and develop new
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services on behalf of the people they serve. Governinental and
bureaucratic regulations, due to restriction of funding and definition
of services, has imposed additional stress on the management of human
services agencies. Private funding sources are also insisting on the
implementation of management practices and procedures as practiced
in business and industry. These human service management competencies
appear to be inter-disciplinary and may be taught on an inter-
disciplinary collaborative and integrative basis.
To achieve these ends
,
men and women employed in a management
capacity in social work, criminal justice and allied health agencies
must develop expertise in the requisite management competencies.
Managers, in addition to learning management skills pertaining to their
own agency also need to be familiar with the basic management
competencies and methods of functioning with related agencies and
levels of government.
Need for Human Service Management Education in Rochester
Research completed in the greater Rochester, New York area over a
period of eight years has consistently identified the need for a
strong management component in a graduate Human Service educational
process. A survey by the Rochester Institute of Technology’s under-
graduate Social Work Department in the spring of 1972 to determine
the need for a graduate program elicited 127 replies from social work
managers and workers in the Rochester area. Response to the
questions relating to educational content indicated that 60% of
the participants identified the need for formal graduate management
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3nd. adininis'tr'a'tive skills with emphasis on entry—level competencies
(Social Work, 1972).
A similar survey of Criminal Justice managers and workers in the
Rochester area in March 1975 by the Rochester Institute of Technology's
undergraduate Criminal Justice Department to determine the need for a
graduate program, indicated strong support for a management component.
Of 93 responses indicating a strong interest in participating in a
graduate program, the largest number (63) indicated an interest in
"administration" (Feasibility Study, 1975).
The Volunteer Action Committee of the United Community Chest of
Greater Rochester, Inc.
,
conducted a survey to determine the training
needs of its participating agencies, e.g. neighborhood centers, family
service agencies, youth and childrens agencies, and agencies serving
the aged, etc. The survey, conducted during the fall of 1975 and
winter of 1976, elicited responses from board members, executive
directors, supervisors, staff members and volunteers. When the
responses were prioritized, the first ten training needs were found
to relate to basic management functions (Training Needs, 1976).
The Human Services Committee at the Rochester Institute of
Technology surveyed 66 agency managers and line workers of human
service agencies to determine their interest in and identification
of content for a graduate education program. The need for a variety
of management competencies was mentioned 81 times whereas the next
most mentioned area of competency was mentioned 50 times (Bernstein,
et al
. ,
1978)
.
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Fram (1978) surveyed executive directors of human service and
^®l3-ted agencies in six upstate New York metropolitan areas. The
were consistent with the findings of previous research with
more than 70% of the respondents indicating primary need for formal
education in management competencies at the graduate level.
The need to provide a variety of formal management education
programs at the graduate level in the human services in the Rochester,
New York area is thus clear and consistent.
Conclusion
There is a need for an inter-disciplinary graduate education model
for entry-level management in the human services. Many human services
are currently offered from a collaborative perspective (e.g.
deinstitutionalization). Additional services are offered through
integrated systems (e
.g. , juvenile justice). People who manage
agencies in these systems must be taught to manage from the "macro"
(societal) perspective. At the present time, collaborative and/or
integrative entry-level management competencies are not being taught
in graduate schools.
The industrial community identifies management with success or
failure of a business. Similarly, the quality of a business providing
human services must be predicated on knowledgeable and able managers
.
An inter-disciplinary graduate education model focusing on
collaborative and/or integrated service systems for entry-level
management in the human services will be developed in this study.
Such a model will Enhance the human services' capacity to function
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more efficiently, develop new and effective inter-agency programs,
assess community needs and provide those human services required by
the general population.
CHAPTER V
STUDY METHOD
In previous chapters human and community needs were identified.
The enlarged population and technologies are constantly applying
pressures to our complex social system. People are demanding
greater and more sophisticated services. Funding sources are demanding
greater accountability and productivity.
A review of current programs indicates a void in the academic
preparation of graduate social work, criminal justice and allied
health personnel who expect to function as managers in their
respective agencies. Where offered, management courses or sequences
tend to be general and broadly based. That is, the management courses
are theoretically structured, heavily oriented toward social administra-
tion, and attempt to teach a total overview of management. Programs
do not focus on the specific competencies required to prepare the
graduate student for an entry-level management position.
The purpose of this study was (a) to identify entry-level
management competencies; and (b) to develop an inter-disciplinary
graduate education model for entry-level management in the human
services (social work, criminal justice and allied health).
Participants
A representative sample of human service agency managers and
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workers in Rochester
,
New York wei’e asked to identify and
prioritize entry-level management competencies.
Rochester, New York, had, as of 1979, approximately 150 agencies which
provided a variety of social work, criminal justice and allied health
services. A review of these agencies indicated that the focus of
agency services could be identified by the traditional service
categories of social work, criminal justice, allied health, mental
health, neighborhood groups, day care, old age, and community
organization. In terms of traditional services there were about 25
social work, 15 criminal justice, 25 allied health, 21 mental health,
15 neighborhood groups, 10 day care, 10 old age, 2 community
organizations and 30 other agencies in Rochester, New York.
Upon closer examination, it became exceedingly difficult to
identify agencies by categories of service because of the overlap
of service offerings and the variety of professionals employed. For
example, many probation and parole officers held social work degrees
while hospitals. hosted a variety of professions and services. Other
agencies like the Urban League, Office of Vocational Rehabilitation,
and the Victim Assistance Program also did not fit into the traditional
categories. However
,
they did provide essential services and drew
upon existing service delivery styles. For the purpose of this
study these agencies were placed into a category called "general.
To obtain responses from a cross-section of these agencies and
services a representative list of 63 managers and workers was
developed. The managers and workers represented about 42% of the local
agencies and services. The potential respondents were contacted by
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telephone and 60 (95%) agreed to participate. There were 31 managers
and 29 workers who indicated a willingness to complete the schedule. Of
the 60 managers and workers who agreed to participate 48 completed and
returned the schedule. Two responses were incomplete leaving a sample
of 46 composed of 23 managers and 23 workers. This sample represents
about 31% of the local services and 73% of those originally committed
to participate.
The representative sample of the 150 agencies in this study is
composed of 15 social work, 11 criminal justice, 16 allied health and
4 general agencies . A listing of agencies represented by the
respondents may be found in Appendix A.
Instrument
A list of management competencies was developed from the competen-
cies identified by business management authors Haimann and Hilgert (1977)
and Hampton (1977) and human services authors Kadushin (1976) and Patti
(1977). Additional competencies were gathered from the surveys conduct-
ed of graduate education programs in social work, criminal justice and
allied health for this study and the minutes and reports of the Human
Services Committee of the Rochester Institute of Technology (Bernstein,
Ballard, Fram, Gravitz, Stockham & Zerges, 1978).
The list contained a number of competencies generic to both
the
business and human services sectors. Generic competencies
included
planning, staffing and labor management relations amongst
others.
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Several competencies appeared idiosyncratic to the human services.
Several of these unique competencies included identification of human
needs, community needs and identification of service populations.
The list, containing 75 competencies, was called Competencies
for Entry Level Human Service Managers (CELHSM) (see Appendix B)
.
Examples of the CELHSM include:
Accountability
Board of Directors
Computer Skills
Fee Setting
Identify Agency Needs
Labor-Management
Relationships
Management Objectives
Productivity Assessment
Program Evaluation
Research
Stress Reduction
Worker Performance Appraisal
Procedure
The list of identified competencies (CELHSM), the basic data
gathering instrument, was distributed to the 60 managers and workers
in the sample who had previously agreed to participate. A letter of
instruction accompanied the list of competencies asking respondents to
rank the list of competencies and also to participate in group
meetings, one meeting to be held for directors, another meeting to be
held for workers (see Appendix C).
Respondents were asked to add to the list entry-level management
competencies they deemed essential for the normal functioning of their
agency or organization. Respondents were asked to remove from the list
entry-level management competencies they deemed not essential
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for the normal functioning of their agency or organization. Respondents
were also asked to prioritize the remaining competencies employing the
numbers 1, 2 and 3 signifying
1 as the most essential entry-level management competencies
2 as a less essential entry-level management competencies
3 as the least essential entry-level management competencies
for the normal functioning of their agency or organization.
Design
If managers and workers representing the human services and a
variety of service agencies could identify and agree upon a set of
competencies required for an entry-level management position, a model for
a collaborative and/or integrative graduate program could be developed.
Therefore, to differentiate the perceived most important entry-level
management competencies from the least important entry-level management
competencies a ranking score was introduced by the writer. An assigned
manager or worker competency priority of:
1 was assigned a rank score of 3
2 was assigned a rank score of 2
3 was assigned a rank score of 1
a rejection was assigned a rank score of 0
The maximum ranked score for each competency rated by managers and
workers was 69. The maximum composite (manager and worker) ranked
score for each competency was 138. A percentage for the maximum
ranked score and the maximum composite score was developed for each
competency. The percentages permitted a more accurate comparison of
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the manager and worker responses. Comparisons of composite percentages
permitted development of a composite ranking of entry-level management
competencies
.
A study of the percentages of the ranked scores should identify
(a) a set of entry-level management competencies, (b) competencies
required for higher levels of management; and (c) the differences, if
any, in the perceptions of managers and workers toward entry-level
management competencies
.
The Pearson Product Moment Correlation Coefficient test was
employed to determine the commonality of the ranked manager and worker
responses to the 75 competencies.
A meeting with managers and a meeting with workers was also
held to enable respondents to discuss additional needs of entry-level
managers (e.g., supportive services and emotional strengths),
raise issues, raise questions and elicit responses to provide for
in the list of management competencies . Their verbal comments and
recommendations are summarized later.
CHAPTER VI
RESULTS AND ANLAYSIS
This chapter presents the data and analysis of the data collected
from the representative sample of human service managers and workers
in Rochester, New York. The data and analysis include the respondents'
responses to the list of competencies for entry-level managers (CELHSM)
Of the 60 managers and workers who had agreed to participate, 48
(80%) completed and returned the instrument. The respondents
represented 44 different agencies or services.
Seven of the managers and four of the workers also participated
in separate group meetings. Selected responses from those meetings
are presented as they offer insight into perceptions for management
preparation.
A.pplication of the Pearson Product Moment Coefficient test
resulted in an r of .86 (p < .001) which indicates a highly
significant degree of commonality between manager and worker responses
It was therefore determined that it would be useful and valid to add
the ranked scores of managers and workers together, where appropriate,
and deal with a single total score for each item. It is also possible
to conclude that the commonality of the responses provides a base for
the inter-disciplinary teaching of these competencies.
The 75 management competencies as ranked by the respondents are
no
Ill
shovm in Table 19. The entry-level management competency considered
most essential was "supervisory skills." It was selected by 90% of
the managers and 99% of the workers and received a composite ranked
score of 130(94%). The management competencies considered next most
important were "communication skills" (129) selected by 91% of
manager and 96% of worker responses and "decision making" (128)
selected by 88% of manager and 97% of worker responses. Both received
composite ranked percentages of 93.
The management competencies shown in Table 20 represent the
competencies selected most often by the respondents as the most
essential entry-level management competencies . The 22 highest
prioritized manager selected entry-level management competencies
encompass the ranked scores of 50-63 (72-91%). The 22 highest
prioritized worker selected entry-level management competencies
encompass the ranked scores of 57-68(83-99%). Of the 22 highest
manager and worker entry-level management competency selections 17 or
77% are mutual selections
.
The competencies include supervisory skills, worker performance
appraisal, decision making, communication skills and productivity
assessment. These competencies also fall within the paradigm suggested
by Parsons (1960) for technical or entry-level managers. The
competencies shown in Table 20 will, therefore, represent entry-level
management competencies for the human services and were used to
develop an inter-disciplinary graduate education model for entry-level
management in social work, criminal justice and allied health, as set
forth in Chapter VII.
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(b)
Percentage
equals
the
weighted
ranking
of
each
competency
divided
by
the
total
possible
weighted
ranking.
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Long
Range
Planning
120
In addition to the 17 mutually selected competencies found in
Table 20, the five remaining prioritized, manager-identified competencies
relate to planning, organizational structure, in-service training and
loyalty. These competencies reflected the managers’ concern for quality
work, productivity and clear patterns of organization for entry-level
managers
.
In addition to the mutually selected competencies found in Table
20, the remaining prioritized worker- identified competencies relate
primarily to clarification of their role and function as an entry-level
manager
.
An examination of the differences between the most selected
competencies of the managers and the workers indicates that both
groups had goals and needs that were similar but not necessarily
congruent . The differences in goals and needs appear to have given the
manager a perspective of and concern for the agency as a totality.
The workers appear to have focused on clarifying their own role and
function. These themes also appeared in both group meetings and will be
discussed later.
The competencies receiving a composite ranked value of 101 (73%)
or less appear to fall into three major categories. The first category
would include those competencies that are traditionally in the domain
of middle and upper management. These competencies include community
assessment, forecasting, responding to government agencies, and use of
computer data. These competencies also follow Parsons (1960) paradigm.
Additional examples of these competencies and their ranked values are
121
found in Table 21.
The second category suggested by the data would be those
competencies learned at the worker level and transferable to an entry-
level management position. These competencies include referrals,
record keeping and professional writing. Additional examples of these
competencies and their ranked values are found in Table 22.
A third category suggested by the data would be those competencies
that represent newly emerged technology and/or that which may be of
value to the human services agencies but were not, at the time of the
study, in extensive use. These competencies include business law and
use of computer data. Additional examples of these competencies and
their ranked values are found in Table 23.
In addition, several respondents suggested additional
competencies that would be appropriately added to this category.
These competencies were not included in the original list of
competencies. They are
Family Law
Grantsmanship
Work with Formal and Informal Community Groups
For several competencies, when the manager- or worker-ranked score
is compared to the total score, there is an unusually high priority
assigned by one group and a correspondingly low priority assigned by
the other group. It appears that these selective patterns reflect the
difference in the goals, needs and perceptions of managers and workers.
The managers' and workers' low priority, competencies selection are
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TABLE 21
Middle and Upper Level Management Competencies
Identified by Managers and Workers (Selected)
Competency Composite Weighted Score
Long Range Planning 105
Middle Management Skills 101
Organizational Systems 98
Community Assessment 96
Budgeting 90
Relationships with Government Agencies 89
Teaching Skills 89
Understanding Political Organization of
State Governments
Local and
88
Resource Allocation 86
Responding to Government Regulations 85
Labor-Management Relationships 82
Forecasting 80
Cost Effectiveness 76
Use of Computer Data
71
Board of Directors
69
Use of Technology (e.g. scanner)
47
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TABLE 22
Worker Level Competencies Transferable to
Entry-Level Management Tasks
Competency Composite Weighted Score
Accountability 115
Identification of Human Needs 114
Identification of Service Population 97
Record Keeping 95
Worker Perceiving Self as Part of Larger Agency 94
Professional (technical) Writing 87
Referrals
Fee Setting 54
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TABLE 23
Recently Identified Competencies Required
for Entry-Level Management
Competency Composite Weighted Score
Respond to Government Intervention 75
Use of Computer Data 71
Completed Language of ERISA and OSHA^ 60
Work with Unions 60
Auditing 58
Business Law 50
Use of New Technology (e.g. scanner) 47
Employee Retirement Insurance Security Act
Office of Safety and Health Act
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found in Tables 24 and 25, respectively.
These manager, low-priority competency selections including
research, work with unions, and statistical analysis suggest that entry-
level management competencies which are related to scientific fact
gathering and analysis processes and to concern for labor-management
relationships are important.
These worker, low-priority competency selections, which included
responses to government regulation, the civil service system, and career
development suggest that management competencies related to organiza-
tional control and systems and the perceptions of the agency as a total
system are important for entry-level management. Concerns for fiscal
controls and fiscal knowledge were also identified as needs but not to
the same degree as knowledge of controlling organizations and systems.
It is important to note that managers tended to reject more
competencies for entry-level managers, resulting in lower scores and
percentages
.
Analysis of Group Meetings
The meetings with managers and workers were held after the list
of management competencies (CELHSM) was completed. The verbal responses
of both groups did not alter the written responses but did provide
insight into the pressures and needs of a new manager that extend
beyond the learning of basic management competencies.
Managers unanimously felt that a manager must have a direct-
service competency in addition to management competencies. They felt
126
TABLE 24
Manager Low Competency Selections
for Entry-Level Management Positions
Competency
Manager Weighted
Score
Composite Weighted
Score
Labor Management Relationships 42 82
Statistical Analysis 42 81
Forecasting 42 80
Use of Computer Data 40 71
Board of Directors 37 69
Union Contracts and Grievances 33 65
Research 33 64
Work with Unions 32 60
Computer Systems 29 50
Use of New Technology (e.g. scanner) 26 47
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TABLE 25
Worker Low Competency Selections
for Entry-Level Management Positions
Competency
Worker Weighted
Score
Composite Weighted
Score
Worker Perceiving Self as Part of
Larger Agency 52 94
Responding to Government
Regulation 49 85
Understanding Political
Organization of Local and
State Governments 49 88
Government Guidelines
,
Regulations and Reports 47 82
Resource Allocation 48 86
Responds to Governmental
Intervention 47 75
Risk Management 47 81
Career Development 46 81
Civil Service System
(Regulations and Procedures) 41 67
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that a person with only management competencies could not make
decisions appropriate to the myriad of human problems faced daily by
their agencies. Nor could they comprehend the pressures and needs of
staff to provide agency services.
The managers discussed the difficulty of the transition from
worker to manager. They felt that new managers had difficulty in
transferring direct worker skills to supportive and supervisory skills.
Loss or diminution of relationships with other workers, fear of
failure, and lack of basic competencies were also identified as
characteristics of new managers. Several directors felt that
professional and social relationships are severed or severely disturbed
when a worker becomes a manager, especially when the new manager must
supervise a professional colleague or friend.
Some managers felt that new managers are not aware of a failure
potential. That is, due to funding restrictions, limited resources,
limitations of self and staff, as well as societal and client
limitations, not all management efforts will be successful.
The managers unanimously felt that competencies taught to
beginning human service managers should be basic and specific. They felt
that generalized theory was too vague and did not teach competencies.
They suggested that a concurrent management field practicum must be
developed to give the student an opportunity to test theory , integrate
learning, and develop a foundation for successful application.
Managers felt that new managers tend to function within the
accepted concepts and established tradition of agency practice
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procedures, and that new managers should be encouraged to be innovative
in applying competencies, developing service delivery systems, and
responding to the general community. They felt that students should
be taught to be creative when responding to service delivery needs.
They also felt that new managers must also be aware of the
different levels of management in the agency as well as be supportive of
subordinates. Managers also indicated that new managers are usually
unable or unwilling to share the feelings, pressures, and emotions
imposed by their new position. Many of these issues were also
identified by Patti and Austin (1977).
Workers focused their discussion on "survival skills." That is,
workers discussed those specific competencies and concerns that
directly affected their ability to perform their required tasks.
The primary verbalized concern of the workers related to
communication and isolation. They felt that they were not sufficiently
aware of the long-range goals of the agency and how their personal
expectations were to be developed toward goal attainment. In this
process, workers expressed feelings of isolation from both top
management and line workers. Several workers felt reluctant to
discuss these feelings with their supervisor or director.
They expressed the need for basic supervision and decision-making
skills in terms of identifying and maintaining levels of performance,
relationships, goal attainment and evaluation of program and
personnel. Workers also identified the need to learn alternative
methods of task accomplishment.
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The verbal responses of the managers and workers appear to
indicate that they were aware of the perceptions, needs and competencies
of each other. The degree to which both groups can respond to their
awareness of differences was not addressed in this study.
Conclusions
An analysis of the data indicates that the representative sample
of the human service managers and workers in Rochester, New York were
able to:
(1) Identify competencies required for the management function
in the human services.
(2) Identify competencies required for entry-level management
positions in the human services.
The Pearson Product Moment Correlation Coefficient (r = .86,
p ^ .0001) indicates a highly significant degree of commonality between
manager and worker responses . This demonstrates the strong
commonality of importance ratings of the competencies required for
human services management as judged by the representative sample of
managers and workers . This lends support to the idea of a concensus
of human services management that cuts across job position and agency
setting.
Managers and workers each selected 22 entry-level competencies.
The managers and workers made mutual selections of 17 entry-level
competencies. The ranked manager and worker scores indicate a high
level of mutual agreement of 11% in the identification of 22
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entry-level management competencies.
The mutually selected competencies include identification of a
number of systems and processes. The systems include: client,
worker, agency, inter-agency, community, government, supervision, in-
service training, and communication. The processes include: needs
assessment, planning, prioritizing, method (services), accountability
and evaluation. These competencies reflect the job assignments
identified by Patti (1977) in his study of ninety managers in the
state of Washington. In addition, several competencies relate to the
art form or method of applying the system and process competencies.
They include decision-making, use of time, leadership styles,
motivation and loyalty.
The five entry-level competencies identified by the directors
indicate a focus on planning and structure. The five entry-level
competencies identified by the workers show a focus on
understanding the job and related stresses. The individual group
meetings with managers and workers supported this difference. This
minor competency differential does indicate a difference in job
expectation and performance between top level and beginning level
management
.
Human services managers must master a broad range of competencies
to fimction at the management level. The list of competencies required
for human services management is extensive and encompasses a vast
amount of knowledge, attitudes and skills representing a variety
of
social and behavioral sciences, management sciences and mathematics.
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Responses of managers indicated a tendency to reject more
competencies than did workers for entry-level management positions.
It may therefore be concluded that managers tend to have a narrower
perception of the entry-level management function than do workers.
Responses of workers tended to include more competencies than
did managers for entry-level management positions. It may therefore be
concluded that workers had a broader perception of the entry-level
management function than did managers and were concerned about their
capacity to be successful.
The data suggest that additional continuing education be offered
to beginning managers to enable them to learn additional competencies
and prepare for middle- and upper-management positions.
CHAPTER VII
PRESENTATION OF THE MODEL
This chapter presents a model for collaborative and integrative
graduate education for entry-level managers in the human service
professions of social work, criminal justice and allied health. The
model has three components. The components are (a) an organization of
the competencies identified in this study, (b) a field or practicum
and (c) the learning of human services interventive skills as
recommended in the group meetings and in the literature. The model
presented in this study will focus on the competencies identified by
respondents in the previously described study as being essential for
entry-level management positions.
Process-System Matrix
A number of the identified competencies may be placed in a
category that can be described as doing or accomplishing a task. The
list of competencies indicates a number of process-oriented
competencies. They include needs assessment, planning, budgeting,
priority development, delivery systems, accountability, and
assessment
.
Other competencies may be placed in a category that can be
described as having a system element with a variety of inter-
dependent parts that function to form a coherent unit. They include:
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community relations, inter-agency relations, agency function,
services /programs
,
personnel, supervision, and communication.
A number of competencies have a process element as well
as a systems element. For example, program evaluation implies
that a process of evaluation is to be applied to a program.
Similarly, the competency, identify agency needs, requires
that a process of needs identification be applied to an agency
system.
In like manner, all the prioritized competencies can be
placed in a category of process or system.
The model, a matrix of process and system competencies, is
called The Process-System Matrix. It has six process elements
and seven system elements, as set forth in Figure 1. The
competencies discussed iii the mOv..el ^nd ^resented in the Matrix
represent the 22 competencies identified by the respondents as
essential for entry-level managers (see Table 20, Chapter VI).
Process Elements
Process is defined in the American College Dictionary (1964) as
’’a systematic series of actions directed to some endj a continuous
action, operation, or series of changes taking place in a definite
manner; a series of progressive and interdependent steps by which
an end is attained.” The definition implies an ordered but dynamic
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activity to achieve a purpose. The six processes (see Figure 1)
are consistently employed in the normal, daily activities of the
entry-level manager in the professions of social work, criminal
justice and allied health. The following definitions are offered
for the six processes. The definitions are based unon an inter-
disciplinary view of these processes.
Needs Assessment
Needs assessment is the process of collecting and assessing data
to determine a specific area of need. Data may be collected by
observation, examination, records analysis, evidence collection,
survey, reports of informants, and research. The assessment of need
may be made for individuals, families, groups, or communities.
Planning
Planning is the process of deciding what is to be done , who will
do it, and how it will be done. Planning includes goals, objectives,
policies and methods. The process may relate to short-term, long-term,
or crisis planning.
Prioritizing
Prioritizing is the process of ranking critical needs and programs
in order of importance, and focusing the appropriate quanLity and
quality of resources to achieve completion of selected priorities.
which then become goals.
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Method
Method requires the process of developing an orderly way to com-
plete the tasks or goals in the most efficient, effective, and helpful
manner
.
Accountability
Accountability is the process of controlling each aspect of a
planned effort to assure quality of effort and coordination of
participants. Accountability includes control of people, financial
resources, internal and external commitments and legal responsibilities.
Assessment
Assessment is the process of evaluating an effort to determine its
effectiveness. An assessment would include evaluation of all the steps
in the process, the professional care given, and the care given or pro-
gram provided, and future plans and activities.
Systems Elements
Hearn (1969) identifies all aspects of nature, in all its forms,
as a system having discrete properties that can be identified and
studied (p. 2). The competency systems identified in this dissertation
include
:
Inter-agency systems
Inter-agency systems include governmental departments, agencies,
organizations, groups, coordinating bodies, and the like, which
may or
ought to work harmoniously to develop new services and
update present
CHAPTER VIII
STUDY LIMITATIONS
Many of the limitations of this study emanate from the elements
of human services, management, graduate education and collaboration
inherent in its basic design.
The study began with a search of the literature to define and
examine the human services . To define the human services is a difficult
challenge. The concept of human services appears to be drawn from the
overlapping concepts and literature of a number of the helping
professions and is very similar to the definitions of social services,
social welfare and mental health. Currently, the human services does
not have an accepted definition nor does it currently have a working
iircdel. The human services, at this time, appears to be more of a valid
humanistic concept than a functioning system.
The professions of social work, criminal justice and allied
health, the human service professions studied, also provide a complex
set of problems . Social work appears to be moving toward a generalist
profession with many of its services being absorbed by other
SDecialist oriented professions (e.g., psychology, occupational
therapists, nurses) or pre-professions'. ’ Criminal justice is
identified as a system but its component parts (e.g., police, courts,
rehabilitation) rarely function as a system. Its normal response to
criminals barely enables it to fall within the definition of human
services. Allied health is a rapidly expanding professional area.
It
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includes professions from medical technologist to medical doctor.
The former relates to the laboratory while the latter relates to
patients. The literature of management, until recently, has related
primarily to the business and industrial sector. The transfer of
the traditional management models of bureaucracy and hierarchy to the
human service sector has not enabled the human services to function at
their highest levels of efficiency. Therefore a void in human services
management models exists. Because of this void the preparation of
human services managers has been minimal.
In addition, the jargon of management relates to the business
and industrial sector. Its use in the human services has tended to
place boundaries around both the conceptualizations and functions of
the field. Most of the jargon used in this study represents
traditional management vocabulary.
All studies of the management process suggest that management
skills are used at the top, middle and entry levels. Entry-level skills
per se are difficult to clearly define.
Collaboration and integration are an inherent component of the
human services. Currently, there are a variety of models of
professional and agency inter-disciplinary activities. They seem to be
limited by the service offered, the professions involved, and to be
controlled by the funding source.
Graduate education programs in social work, criminal justice,
and allied health tend to be protective of the professions and
appear to
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be designed to perpetuate their current image. Their programs in
management are minimal.
Thus, the major components to be studied (human services,
management, graduate education and collaboration) are vague, ill
defined or obfuscated by layers of professionalism, organization or
funding
.
Competencies used in the data gathering instrument
,
Competencies
for Entry-Level Human Service Managers (CELHSM), were not clearly
defined. It was assumed that the general construct of each competency
was understood by each respondent and that each competency had similar
meaning, implication and use in each of the three professions.
The CELHSM did not identify the competencies required for entry-
level, middle and upper management. The model assumes that
respondents were correct in the identification and prioritization of
entry-level management needs.
The data also could not distinguish competencies already mastered
from competencies not considered important for the entry-level manager.
The data also did not identify competencies of which respondents had
no knowledge or with respect to which they had biased feelings (e.g.,
the use of computers).
The model primarily relates to 22 of 75 competencies. Some of
the remaining competencies would have to be added to complete a
graduate education model. The model is predicated on a collaborative
concept that does not currently exist.
The Process-System Matrix reflects basic competencies and does not
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identify the support systems within an agency required for the
successful entry-level manager. The quality of the middle manager,
support of top management, availability of in-service training or
continuing education and the ability to discuss personal needs and
feelings appear to be several of the support systems required beyond
formal competencies for an entry-level manager to be successful.
The 22 selected competencies employed in the model were
essentially an arbitrary selection. Additional competencies could
have been selected. The 22 competencies could have been formed into
a number of other paradigms. The Process-System Matrix was developed
as it identifies general competencies, enables intervention on a
continuum from individual to system and is inter-disciplinary.
The model does not provide any guidelines as to length or
breadth of study for the component competencies nor does it provide
for specifics for each of the three professions. Professors will have
to be familiar with the application and implication of processes
basic to each profession.
The completed, inter-disciplinary, graduate education model for
entry-level management in social work, criminal justice and allied
health may be difficult to implement at colleges and universities.
Individual departments may not perceive the need for inter-disciplinary
education and may not wish to share their authority or individuality.
Due to the complexities of accreditation requirements and state
licensure and certification laws implementation of the inter-disciplinary
In addition, students may perceive that themodel may be difficult
.
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inter-disciplinary model tends to be a generalist model.
The model would have to be evaluated and redefined in the event
that one or several of the external factors, e.g., governmental
control, finances, development of a unified policy of service, and the
like, were to be modified.
The degree to which this inter-disciplinary graduate education
model for management is useable for the preparation of human services
professional managers requires additional research.
CHAPTER IX
IMPLICATIONS AND SIGNIFICANCE
The generalist-oriented inter-disciplinary model developed in this
study is a model for a management curriculum which may be operational-
ized in a variety of graduate, human services programs. The model would
enable students to develop competencies in the internal and external
aspects of human services agency systems administration. The model
would prepare managers to assure more effective and efficient service
to individual clients. In addition, managers would tend to be better
able to engage other facets of the human services in the realignment
of current community resources and in the development of new systems
to meet identified community needs.
The generalist inter-disciplinary model would, at the least,
sensitize a variety of human services professionals to the roles and
functions of other human services professionals and agencies. The
inter-disciplinary approach might enable, encourage, and enhance
greater cooperation among professions and agencies to provide more
effective and efficient services to the individual and the community
,
and to reform current or develop new services and systems to respond
to human needs
.
Identification of competencies applicable to the management of
human services might encourage agencies to seek additional areas of
congruent program and service competencies, thus enhancing
communication,
services, and inter-agency cooperation.
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An additional application of this model has implications for the
working relationships between an agency, its umbrella agency, and
various levels of government. As services become more complex, e.g., as
in the case of deinstitutionalization, mental health, and child welfare,
managers having similar competencies may be able to communicate more
effectively with community representatives and other systems in the
continuing effort to develop and mobilize societal strengths to meet
the basic needs and enrichment requirements of people.
If teaching the concept of management competencies is accepted
as an integral part of the graduate professional education process, it
would connote a major philosophical shift from the philosophy of
professional education for service delivery only and legitimize the
role and function of the manager both as an inherent part of the
educational process and as an essential part of the service delivery
system.
This model is an initial attempt to identify entry-level
management competencies for the social work, criminal justice and allied
health professions. If successful, the model can be adopted for other
professions. Perhaps of equal importance, the competencies for middle
and upper management can also be identified. This would enable graduate
programs to offer degree programs, certification programs, or continuing
education activities to meet the competency needs of human service
managers as they pursue their career.
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Agencies Represented in Sample
Association for Retarded Citizens
Association for the Blind
Baden Street Settlement, Inc
Catholic Family Center
Children’s Convalescent Hospital
Crossroads House
Delphi House
Family Assistance Crisis Intervention Team
Family Service of Rochester, Inc.
Finger Lakes Health Systems Agency
Genesee Hospital
Highland Hospital
Hillside Children's Center, Inc.
Jewish Community Center
Monroe County Alcoholism Outreach Service
Monroe County Department of Social Services
Monroe Developmental Service
Monroe County Jail
Monroe County Manager's Office
Monroe Country Sheriff's Department
New York State Division of Parole
New York State Division of Substance Abuse Services
New York State Division for Youth
Office of Vocational Rehabilitation
Planned Parenthood
Rochester Center for Governmental Research
Rape Crisis Center
Rochester General Hospital
Rochester Police Department
Rochester Presbytarian Home
Saint Joseph's Villa
Social Work Department, Rochester Institute of Technology
Sodus Health Center
State Agricultural and Industrial School at Industry
State Department of Health
Urban League of Rochester
Victim Assistance Program
Young Men's Christian Association
Young Women's Christian Association
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Roch«*t«r Inatitut* of Tachnology
161
June 1, 1979
College of General Studies
Department of Social Work
One Lomb Memorial Drive
Rochester, New York 14623
716-475-2018
Dear Colleague:
^
Last year^ the Human Service Committe-^ of RIT wiassistance of co^imiunity leaders and worker^ ider.^ if
w»
^roup will explore the component of manaaement.
Identify the generic management rcmpetenci^^s
sl^^ices managerial position in the'^human
whirh frh
purpose of our group meeting is to gather data
^ develooment of an inte^-a.isciplinary model of management competencies for use in thegraduate educational process.
Enclosed is a list of Competencies for Huraan ServiceManagers. This Irst reflects the comments of community
P^^'^^uipants on the RIT Human Service Committee. The listIS not considered to be all-inclusive.
Please review the list of Competencies for Human ServiceManagers.
^
Add or delete competencies so that the list of
competencies reflects the
_ knowledge
,
skills, attitudes, and values
of managenient you v/ould like a newly hired manager to possessfor optimum work efficiency in your agencv.
Please prioritize the resulting list of managerial coir.oetencie
for your agency. Place the appropriate number adjacent: to each
listing.
The number (1) indicates highest priority
The numJaer (2) indicates lower priority
The number (3) indicates lowest priority
I look for\vard to working with you. Please contact m.e if
you have any questions. My office '^umiDer is 4 7 5-6603. My home
number is 38J-5544.
Cordially
,
Len Gravitz
?. As we discussed c
the v.’ork of the R
collected by our '
mont of a dissert
req u i r e rr.e n t s and
the institute.
n the telephone, this croject grew cut of
,IT Human Service Committee. The data
work group will be used tc^/ard the develoo-
aticn in partial fulfillment of decree
is not related to any future efforts of
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Business
By Liodley H. Oark Jr-
Are^RotefToo HighT
Tte^Cvtcr idinliibtnnon. after wmIu
tt tftnw OB moDctary policy; U ooce more
BOfaflnf In open-mouth economics.
In an mtervtev with a rroup o( report-
I an last week, the President said be
I
IteDibt Interest rates were "too high and I
would certainly hate to see them go any
higher.” la a telcrlsed news conference the
next day he repeated the statement and
' added that be hoped the Federal Reserve
System at some point would be able to
btlni rata down. Eartfer 'hi the week
Tlwuury Secretary "Michael Blumenthal
made almllar polnu during a news confer
tnca at the Internaaooal .Monetary Fund
maettnf.
Such comments show a reluctance-or
tnabUlty-io cope with the country's cur-
rant Bannclal problems In the current en-
etnnment Interest rates actually aren't
~'Til|h” at aU. Tl»y are. in fact, astoiush-
;
tngiy low. \
;
The point b m obvious that anyone,
aecn a Secretary of the Treasury, should
be able to see It. Mark H. Wllles. president
of the Minneapolis Federal Reserve Bank,
winlalnwl It In a speech late last month;
^Tbe Interest rates that banks, corpora-
tians and tbe federal government announce
do Indeed took high. However, these rates,
anally called nominal rates, are .merely
raw Bombers. Nominal rates do not take
tnflaDon Into account -and this is ex-
tremaly Important to borrowers and lend-
/•\
Managing die ‘Third Sector’
By Pmn r. Datxaii •
FUtea years ago appUcaab br a-
Oanoe poalbou as oveneas held repreaen-
tallres of a ina)or UJ.-baaad charity were
roohnefy asked; "Do you have raougb prt-
Tite Income to wort br a oaopToht InsQtu-
aasocuOaBt or the refjtered nunes; civic
gnnipa tike the Boy Scouts and rcllgioui
ones like the Knigbti of Cotumbu; "pub-
Uc-tsteresi" lobbies hke tbe Naderltes or
the Serra Cbib; bn alao tbe widgst pLaat'i
_
brwlhig clah and bremea'a assbclahon.
tton?” Pw 30 years, antii be retlj^**a lew_ “d any nua^ of spe^ pl^en br e^
ery concelvahle lor lacoiiceivablei cause.
Some semce inscmoons are hup and
Kcupy palaces like tbe American ASKcia-
hon for the Advancement of Science in
WaahingtoB or the Ford Foundaheo in New
Tork; others pt by with a part-time clerk
and an unpaid secretary- treasurer. Some
are run and staffed by bigb-powered pro-
fesdonals. «bers by volunteers. Some pass
the begging bowl, othen live off lees; otb-
Everybody knows that
hospitals have ^exploded in
personnel,
-complexity, ser-
vices and costs. But many
dlher 'service iBltifu-
lions' have grown at simi-
lar rates.
"Both know that a loan in today's dol-
lars will have to be repaid In next year's
Inflated dojlan. U tbe Interest rate exactly
matrhed tbe rate of inflation, neither bor-
rower nor lender would gam In purchasing
power. The borrower would have essen-
tlafly free use of the borrowed money, and
tba lender would gain nothing for the use of
"kb hindi—
,
Ur. WUIes uses the example of ihree-
month Treasury bills u show the impact of
Inflation on Interest rates. After adjust-
ment for Inflation, the interest rate on
Treasury bills In the past live years has
rarely rbeo above zero '
wiry is anyone rolling to lend money at
^07^ or less? Some people have no alieroa-
^ dve. 'When lowerlncome Xmenuns want
'
‘nrsm'tliey ifTiy fiavt'fb accept the inter-
est offered by savinp and loan associa-
Oons; they don't have the money to seek
UK Ulgliei TMlravallable in the market.
Some people may be optimistic :bout
the tunire course of Inflahoo; they may not
be coorlnced that the phrase, "sound as a
dollar,” has lost Its meaning Institutions,
fuch u Insurance companies, have to lend
and they may figure that some Iniernt is
becet than none.
Whatever tbe reason that lenders p'on
tendtog. there's no mystery at ail about
why btirrowere p on borrowing.
"Ta fact" says Mr. Willes. "they are
leaplog Into debt at a rapid pace. Home
buyers continue to seek mortgages In large
aumbeni. Other consumen are also bor-
rowtng heavily. . .
.
Businesses, too. are
aapr to take the plunp. Their short andv
llitcnnedlate-term borroronp over the last
few months have grown at an annual rate
of Marly 207..”
It's hiud to see that current levels nl in
weeks ago. the orgiattaaoD's executive di'
rector refused to icerpt for himself more
than CO.OOO a year bi salary although the
chartty bad grown Into a bimdTed-mUlion
dollar enterprise. Today the saioe orgui-
zaoon pays the MEAs whom tt now re-
cruits a salary of sa.000 plus living expen-
ses the first year. Aad the newly appomted
successor of the oU executive director
makes SO.OOO a year.
When Thomas Hoeing left the director
ship of New York's .Metropolitan Museum
of Art last spring, the board, deciding that Drucker Otl MCTUlZement
the Job had become so big for one man.
split It Into two. a presideDt-chlel executive
officer, and a dlredorchlef artistic officer.
Bach posiUoD wu reported to pay a six-
figure salary.
A former student of mine, aged 33. re-
cently moved from assistant vice presi-
dent-operafions of a middle-sized hank to
executive (llr«o(ef.of a suburban county
medical society. He beads a full-time staff
of 35 aad is b^g paid CT.OOO a year. In
tbe early I960i wba his physdan-father
served as the unpaid secretar^^tRasurer of
the same society, tt had one foU-dme em-
ploye. a woman clerk maJcisg S.OOO a
year, with the yoong wife of a pbysician-
member editing the newsletter part-time
for S50 a month.
Growth and Chaage
Everybody knows that hospitals have
exploded In personnel, wages, complexity,
paoent load, rangg of services and costs.
But many other "service Insfitutions" have
grown at similar rates In their employ-
ment. their complexity and their costs.
Service insUOiOons now pay salaries that
are fully compeClQve with government jobs
I though service employes often don't think
sol. as well as with all but the top posiOons
in big busuiess. And the demands on ser-
vice personnel have not only grown (ast-
they have changed dramancally.
Fifteen yean ago. for Instance, the Se-
attle Art Museum, known for Its first-rate
Oriental eollectloas. considered 100.000 vis-
iton a "btg year.” By mid-November of
this year when the King Tut exhibition
closes a four-month run m Seattle it alone
roll have attracted more than one million
visitors to the musmm- almost all of them
people who 15 yeaia ago would oever have
dreamed of going there.
Service InsOtudons have grown so big
that they may now employ more people
chan federal, state and local government
put together. And they are so important
that we are begmnng to talk of a "Third
Sector” of society- neither public I gov-
ernmental I nor pimte in the old sense of
the private business sector. The Third Sec-
tor IS composed of iDsacudons which are
not government agencln-hut which are
xdll not profit-maklBg. Yet so tar w« have
paid little attendoo to the Third Sector and
Its economics, maaagement. performance
and Impact.
One reason tor this is that the Third
Sector Is such a irdxed lot. It Includes hos-
pitals, museums, mversltles. libraries and
symphony orchestras: thousands of Indus-
try or trade issociadons. chambers of
commerce, professlanai bodies like the bar—
ers, like mos public libraries and many
museums, are supported endrtly or tn part
by tax money.
Beyond what they are not -that is. gov-
ernment agencies or businesses - they
seem to have very tittle in common.
Another reason for oor neglect is that
their growth has been so very recent. L'nUI
at the mart two decades ago. the service
Insdtudou were marginal. Their goals,
their performance, their effecdveness.
their praduedvity helped or harmed no one
but themselves. By now, however, the
Third Sector has become so important, so
big and so costly that we need to focus on
how It Is befog run. Performance, etfec-
nvenesa and ptoduedvity of the service in-
sdtudons will Increasingly matter. And_
they will also become increasingly diffi-
cult Predseiy because they have grown so
much the service Insdtudocs require more
and better management -and they require
different management
After such explosive growth, yester-
day's way of domg things has become inap-
propriate If not counier-pioductlTe.
day's hoepital Is surely a very different in-
sdtudon bora that of 75 yean ago which
largely existed to give the poor a decent
place to die. a place, that is. that dispensed
"charity." The museum that attracts such
crowds that tt has to radon access surely
Mrves purposes different from Its old role
as a "cultural basdoo" for the "refinement
of the wealthy classes." to quote from a
Idlh-Century descrlpDoo. But what are Its
new purposes? And what should they be?
Largely because the organlzadons for
Internadooal student exchange -helped, of
course, by tbe charter plane- have done so
good a job, today's middle class Amencan
(and European) youngster takes living and
traveling abroad torgranM. Do the stu-
dentexcfaange programs stlU serve a pur
pose and what la It? -—
-
One organtzadoD that has raised such
quesdoa is CAJLB. R sttU-bnllcs food
^r^. itUl helps teed people ill over the
world wtx) an avenakea by dlBsier-aad
does the job welL cheaply and effioenOy.
But tt alsD has been bouflag on hi succea
aad acceptance u a rehef xgency to be-
coot a development tgrxy taai chal-
.
Irtiges poor pcuania all aier ZU ro;fa-.te. —
become productive, foiowiedgtahle
self-fupportfog agdculturalli-ji.
The success of the BvugtL'cal chureba
may well be based osi "coneervansni"
than on their wtlhpgpess to face up to the
tact that In today s aveT-uu<no>noBahsed
society tie first joo of the minuter is no
longer to be a toaal agvacy-the job that
made the Amercan Ptotesiani church so
effeedve in the early yean of tie century;
It may be to "muilrer ' to the individual.
But by and few service tcsdtu- *
dOM aftempt a iturir ttrough tie cia.rtvd
circumstances in which they roeraie Meet
believe that all that is req-t-red u a run
harder and a raise more money.
And fewer tdU are wtUtng a accept that
success always means orgaimng tor aian-
dotting what has been achieved In service
luddiOoiu abandonment u paraculariy
difficult. The) are oot Koet-oRented. they
are Med-ortested. By dehnidon they are
concerned with "good works ' and wtth_
"social" or "moral" coombudons rather
than with returns and resulia. Tie metal
worker will always believe that the very
tailufc of her efforts a get a fa.mlly o(I
welfare proves that more e.'fort and more
money are needed.
An Unpopular Qaestion
Yet precisely because resulu in service -
msdtuoons aren t easily meis-ure^. .Here
is need tor organized abindcnment. There
is need for systemaoc withdrawal of re
sources-mcney. but above all. people^
from yesterday's efforts. The manager of a
service uisdtunon must constantly ask the
unpopular question; "Knowing wnat we
now know, would we get into tils acdvity.
this sen-tc*. this effort if we wer« sot al-
retdy m tr" And if the answer u no. be
shouldn't ask for another study or try to
(md a way to repackage tt« old chesciut to
mike It :»k fresh to the donors. He should
find a way to get out of that service as
quickly as possible. At the very least, be
_ should ask himsell how methods should be
changed to accomplish what tus uunfatlan
originally set out to accompUsb.
Both the businesman and the civil ser-
vant tend to underrate the difficulty of
ma.naging service mstjtudocs. The busi-
nessman ib'nk.v It's all a matter of being
efficient, the civil servant thinks it's all a
matter trf having thrTtght prucwltrres and
_
controls. Both are wrong- service InsCtu-
'
tlons are more complex than either busr
cesses or government agencles-as re are
painfully finding out in our attempts to
make the hospital a little more managea-
ble (DO OM to my knowledge has yet irted
to do this with the university i.
Indeed we know far too little about
managing the service insatuUoo-tt is s»ra-
pty too recent a pheoomenoo. But we do
know that it needs to be managed. And we
do know chat defining what its task is and
what tt should cot be is the most esenoal
step In making the rervice institutions of
the TT)^ Sector maugeahle. managed
and penShmng.
Mr. Droektr is Clarkt Rro/bssor of So-
•ctoi Sbteaces tt the Carrmont GraiS*aU
SekooL —
—
letters to
Rochastar Inatituta of Tachnology
College of General Studies
Department of Social Work
164
One Lomb Memorial Drive
Rochester, New York 14623
716-475-2018
Dear
It was a pleasure talking with you on the phone.
I appreciate your willingness to work with me and a
small group of colleagues to develop an inter-
disciplinary graduate education model of management
competencies for the human services.
Our meeting will be held on Wednesday, June 27,
1979, from 3:00 - 5:00 P.M. at HIT in the Max Lowenthal
Building (12) , Room 1141.
I have enclosed some material for your review and
response
.
I look forward to meeting with you on June 27th.
Light refreshments will be served.
Cordially
,
Len Gravitz
LG :mh
Enclosure
Oj
:o
Rochester Institute of Technology
165
College of General Studies
Department of Social Work
One Lomb Memorial Drive
Rochester. New York 14623
716-475-2018
Dear
It was a pleasure talking v;ith you on the phone.
I appreciate your V7illingness to v;ork with i".e and a
mall group of colleagues to develop an inter-
isciplinary graduate education model of management
competencies for the human services.
Our meeting v/ill be held on Thursday, June 28,
1979, from 3:00 - 5:00 P.n. at RIT in the Max Lowenthal
Building (12) , Room 1141.
I have enclosed some material for your review and
response
.
I look forward tc meeting V/ith you on June 2oth.
Light refreshmcCnts v/ill be served.
Cordially
,
Len Cravitz
LG:mh
Enclosure
APPENDIX C
LIST OF MANAGEMENT COMPETENCIES
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Competencies for Entry-Level
Human Service
Accountability
Accounting
Auditing
Board of Directors
Budgeting
Business Law
Career Development
Civil Service System
Communication Skills
Community Assessment
Community Need
Community Values
Comprehend Language of ERISA and OSHA
Computer Systems
Coping Skills
Cost Effectiveness
Decision Making
Delivery Systems
Develop Esprit de Corps
Express Agency Needs
Fee Setting
Forecasting
Formal Planning
General Legal Knowledge
Grovernmental Guidelines (Regulations
and Reports)
Identification of Human Needs
Identification of Service Populations
Identify Agency Needs
In-Service Training Skills
Inter-Agency Relationships
Interpersonal Relationships
IRS Audits
Labor- Management Relationships
Leadership Styles
Long Range Planning
Management by Objectives
Management (Job) Satisfaction
Management Psychology
Management Theory
Middle Management Skills
Motivation
Organizational Development Skills
Organizations! Systems
Managers
Personnel Evaluation
Personnel Management
Productivity Assessment
Professional (Technical) Writing
Program Evaluation
Public Relations
Publicity
Read and Interpret Legislation
Record Keeping
Referrals
Relationships with Governmental
Agencies
Research
Respond to Governmental
Regulation
Responding to Bureaucracy
Resource Allocation
Risk Management
Statistical Analysis
Statistics
Stress Reduction
Supervisory Skills
System Management
Teaching Skills
Understanding Political
Organizations (Local and
State Governments)
Union Contracts and Grievances
Use of Computer Data
Use of New Techniques (e.g.
scanner)
Use of Time
Work with Unions
Worker Perceiving Self as Part
of Larger Agency
Worker Performance Appraisal
APPENDIX D
RANKED COMPETENCY SCORES
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Ranked
Entry-Level
Management
Competency
Scores
of
Managers
and
Workers
by
Profession
Accountability
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